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ABSTRACT & PREFACE

This monograph providas a revised list of research hypotheses anc questions,

o detalled review of psychological and operationsl definitions of ovexr fifteen voca-
tional constructs (including such ambiguous concepts as vocational stability and
vocational satisfaction), and an overview of projected vesearch procedures. In addi-
tion, 4 comprehcensive set of appendixes has been included to allow the reader to
better understand the measurement tools and procedures used in this research.

Excapt for copyrighted matter, professional readers are invited to usa any in-
strument developed by project staff if they will make appropriate reference in their
publications and if they will provide the project director with a copy of their
completed work.

Readers, and their colleagues, should also note the continued availability of
single copfes of: a) A summary of the original NIE research proposal and b) Mono~
graph 1: The vocational choice procoss of non-professional workers: A review of
Holland's theory and the sociological theories. The disseminaticn of cesearch pro-
cons materials and research results is a continuing priority for the project staff.

Finally, we invite critical commants and auggestions from readers, concerning
this monograph or other work. We have used such comments and although we've been a
bit slcw in the past, we promisc to giva your letter or card prompt attention.

Paul R. Saloumone
March, 1974
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CHAPTER I
INTRODUCTION

This resecarch project focuses on the vocational choice process of non-profes-
sional workers and will study several vocational constructs which have praviously
been dimensionalized or have baen operationalized as part of the current research.
The project combines two major types of research, theoretical research and survey re-
scarch, by: a) empirically tcsting the assumptions or propositions of a major oxist-
ing vocational cholce theory (Holland, 1959, 1966, 1973) and b) studying the voca-
tional development process of a group of workers, non-professionals, who have gener-
élly been ignored.

The need for an expanded understanding of the vocational choice process of non-
ptofeseionhl peraons is beconing incrcasingly clear as vocational counseloxs, school
counselors and othar helping professiouals are confronted wiia the necessity of pro-
rding guldance to non-college bound youth and to "disadvantaged” persons. In times
of limited cconomic growth when the desirability of a college education may be ques-
tioned by gome youth, counselors and guidance personnel must be equipped to make
sound nmanpower and training decisions.

Purpose of the Réeeatch

It is evident that a need currently cxists for research which attempts to broad-
en the knowledge and understanding of the vocational choice process, to include non-
professional workers, through an orderly process o% testing the propositions and
assunptions of a major choice theory. Tha need for this research secmed especially
urgent since: a) of all of the current vocational choice theories Holland's theory
seems to be most amentble to the inclusion of extra-individual factors 'whose influ-
ence is usually recognized though sidestepped by most theorists" (Carkhuff, et al.,
1967) and b) vocational counselors who work with young persons not planning to enter
college or with gemi-skilled and skilled workers nced, as a foundation, a uscful,
relevant vocational choice theory (Samler, 1968). _

The basic purpose of this research project is to assess the validity of Hollands
evolving theory of vocational choice and to determine the extent to which this theory
can be used to aid non-professional workers and high school students to make sound
vocational decisions. The extension and accumulation of basic knowledge regarding
the vocational choice‘ptoceee of clerical, skilled, scemi-skilled, and unskilled wor-~
kers will be 2ccomplished through the planned testing of a number of the basic as-
sumptions, propositions and hypotheses which Holland and other researchers have



offered for study and investigation.

In addition to using tlolland's theory as a guide to the development of testable
hypotheseé, components of sevaral sociological theories of occupational choice
* (Caplow, 195435 Miller & Form, 1951; Ginzberg, et al., 1951) will be used to attempt
to explain the vocational behavior of non-professional workers.

The current research will also investigate both the "accident” or “chance” ele~
ment in the vocational choice process, and the influence of "contingency" factors
(Crites, 1969) in the choice process. Besides being asked to provide a detailed
description of their work histories, non-professional workers will be asked to out~
line, in a step-by-step manner, the internal and external factors which influenced
vocational decision-making at several critical points in their 1ives.
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CHAPTER II
REVIEW OF LITERATURE
Overviow of Yonograph 1 '

The purposa of this section is to briefly summarize recent research concerning
the usefulness of John Holland's theory in underetandins the vocational choices of
non-professionals. Section I of Monograph 1 (Salomone and Shrey, 1973) focused on
studies which use working adults as subjects and, to some extont, on studies in which
vocational high school students comprise the sample. A roview of research on college
students was omitted since Holland's (1973) literaturc reviow (entitled "Some evi-
dence') 1is comprehensive and up-to-date. Section II of Monograph I provided a review
of sociological viewpoints of the impact which “chance" factore may make on an indi-
vidual's vocational decision.

Holland's fheory (1959), briefly summarized, assumes that at the time of voca-
tional choice, ar. individual 1s the product of his heredity and of a wide range of
environmental forces. From his experiences the individual develops a hicrarchy of
orientations for coping with his environment. Each of these personal origntations
has its counterparts in environmental scttings of different orientations. Thus, the
theory proposes that the individual gravitates, so to spcak, toward the spacific
environments which are congruent with hig personal orientation hierarchy, or pattern.
Holland has identificd six model orientations, each of which is composed of charac~
teristic coping patterns, personal traits, educational and vocational pattorns, and
other attributes. The orientations are termed: Realistic, Investigative, Social,
Conventlonal, Enterprising, and Artistic. Recent rescarch by Molland and his col~
leagues (1969) has confirmed that the oricntations are related psycﬁdlogically and
has demonstrated a apatial relationship, a hexagonal model, as well,

Soveral other assumptions, of a sccondary nature, have also been Proposed by
Holland and tested by many researchers. They include the concepts-ofz consistency,
congruence, and homogeneity. Consistency refers to the extent of relatedness between
pairs of personality types (i.e., Realistic, Social), within an individual, wvhich
would be manifested on a personality pattern., An inconsistent pattern is a person-
ality pattern in which the subject indicates a substantial interest for two or three
orientations which are not logically compatible. For example, high scores on the
Realistic and Social scales, placing them side by side on a pattern code, would indi-

cate that the subject 1liked occupations and activities which ate, normally, nutually
exclusive.
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Congruence requires the comparison of the personality oriercation of an indivi-
dual and of an eovironment. Similarity of person-environment types defines congru-
encd, whoraas incongruence "occurs when a type lives in an eavironment that provides

-opportunities and rowards forsign to the porson's preferences and abilities - for
" instanco, a realistic t.pe in a social envitonment" (Holland, 1973, P 4=5).,
| ",Hompgeneity (now termed differentiation) refers to the extent to which,a person
or envi:onment‘reéembles but a single ciaasification type. The haterogeneous, or
. leas well-differentiated, person has peak scores on several orientations (e.8., VPL
_scales). Finally, stability of vocational choice refexrs to the dagree to which the
" worker when changing jobs, stayed in the same field or occupation (a "ngn-changer"),
moved to a major field cr occupation in the sam type as his original choice (an
"intraclass changer"), or moved from an occupation in one typu to an occupation in
a different type (an "interclass changer") (Holland, 1966).

Holland's receat roaview of research supports the main proposition of his theory.
The personality typee Hélland describes appear to mature, perceiva ocpupatiohs, seck
occupations, make various ﬁégreae of changes among occupations, and exhibit bohaviors
paralleling theoretical expéctatione. The environmental models Holland outlines
appear useful to characterize not only occupations, but also edpcational‘environment&
Rolland's environmental descriptions, eétablished with relation to the six person-
ality types, are clearly consonant with many physical and nonfpsycholosical aspects
of an environment. Firally, the rescarch evidence indicates, to a limited degree

that (as predicted) versonality types are Influenced by environments.
| In general, Salomone and Shrey (1973) found mixed results concerning the vali-~
dity of Holland's theoretical propositions. There is some evidence that person-
environment congruence is related to other important vocational variables (i.e.,
satisfaction and achicvement) énd much agreement -~ across theorists and researchers -
that workers scarch for a vocational environment compatible with their vocational
personality which includes needs, interests, orientations, etec. Thae notion of "occu-
pational fit" or "self-job matching” is an old one and, apparently, still viewed as
important and useful.,

Other hypothetical assumptions made by Holland (1966, 1973) wwere less well
supported. They include the concept of the “consistency“ of a vocational personal=-
ity, and the interpietation of pertonality patterne as homogeneous (differentiated)
or heterogeneous. Much evidence 1s noted in Holland s (1973) book to support the
basic theory that personal, voeational and environmental orientation can be categor-
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ized into six types and that a useful occupational clagssification system can, thareby,
ba derived.

Lastly, Monograph I contains a discussion of the varyin views and orientations
of psychologists and sociologiats as they study (or ignore) the impact of environ-
mental 1nf1uencee on the vocational decision-making process of non-professional
workers. The discuseion 1nc1udes the notation that chance occurrences and contin-
gency factors (for examplo, gocic-economic statue) influence the decision of every
individual, but are especially critical to the non-professional, Such workers, more
8o than others, scem to be affected by non-psychological (i.e., social, economic nd
chance) circumstances in theit lives, Théy simply do not have the teéources, the
training oppottunities or the expetiences to be as much the "prime mover" (Ginzberg,
1972) regarding vocational decisions as do professional, bettet-educated workers,
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CHAPTER III

METHODOLOGY: REVISED

~ h. Revised Hypothases and Research Questions
1. Hypotheses: Holland's Theory of Vocational Choice

1. Individuals holding Ehé same (qr similar) job titles, regardless of setting,
will have similar petéonélity'patterne; will describe themselves in similar
ways,. and will have similar socio-economic histories. k

2. The vocational satfsfaction of individuals ¥hoee parsonality and envi~ ™
ronment are coﬁgruent will be greater than the vocational satisfaction of
persons with limited personality-environment congtuénce;

3. The vocational stability of persons with substantial congruence between

csewrmns  thelr personality and their environment will be greater than the vocasy

B FION A
tional stability of individuals with limited personality-environmental

congruence,

4. The extent of vocational success (achievement) attained by persons with
substantial personality-environment congruence will be groater than that
attained by individuals with limited personality-environment congruence.

5. There is a significant and positive relationship between: 1) level of
vocational satisfaction and degrece of vocational stability, 2) level of
vocational satisfaction and degree of vocational success, and 3) degree of
vocational stability and degree of vocational success.

6. Persons having substantial vocational stability will express a greater
degree of vocational satisfaction than persons with limited vocational
stability,

7. Workers demonstrating a substantial degree of vocational stebility wiil
also show a higher level of vocational success than persons with limited
vocational stability.

8, Workers with conéietent pcrsonulity patterns will demonstrate a greater
degree of vocational stability than will individuals with inconsistent
patterns,

9. Workers with realistic and/or investigative personality patterns will evi-.
dence a greater degree of vocational stability than will persons of the
other four personality orientations (Holland, 1966),

10. Subjects with consistent personality patterns will express a greater Jdegree
of vocational satisfaction than will persons with inconsistent patterns.
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= l: in the following ordgr.l enterp ising, social. artiatic, investigative, . jf{
‘i conventional. realistic (Holland. 1973. Pe 25)', : “ -

'A xj 7) 4::: ;-_ ’3;,' Tf

tent pattems. : {0 “,“*‘;’; : 3 SdGa e g P ey \éi "
?ereoné with uéll differentiated personality pattorng will bo more pétson-;}
ally competent than will individuals with poorly diffetentiated patterne

(Holiand. 1973).

(Holland, 1973).,;’ ER R X fo i e Heviay ,”;A
fersona with well differentiatdd pdredhality patterns will be more Voca- ff
tionally succeaeful than will: individuals with poorly differentiated
patterns ‘(Holland, 1973), R R
Among individuals with' ‘consistent personaiity pattarna. the extent to ,
which environmental (chance) factors influenco vocational choice decisions f
will be a function of the patticular petsonality type which is dominant ‘f j'
in the. gattern. ;;u e e
vOcational aspirations will be'positiVely associated with the modei types ol

s.iv.. S

DA

Vocational succeea (achievement) will be pOsitively associated with the o o
model types in thi\foilowing o;der: enterpriaiag, gocial, artietie, in— -
vestigative, conveﬁtional, realistic (Holland, 1973) . :

S
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ionsz

contiggency and Chance Factors in Vocational Choice }"
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eetien. variety. gchievemene. ete-) are epeoified ee beins mest 1mportant :
S te vocational eatiefection? -fi'»7*‘« : b e T ?f”
. b ‘Given. a eecond opportuntty o begin ona's voce;ionpl life again.;and given’
”‘7§é~5§!;é unlimiced fineneiel reeeurcee. vhat chengae—-in_terme;o vocecioﬁel aspir-f
£ ation (1evels) ond direetion-wete Andicated by the. eubjecte?e , i
- 7. How ainilar to a "hopedsfor! firet choice, in;tarms of vecetionel aepire-'if
s ticns and diteetion, vaa the eubjeet 8 ectuel chotce? Ry o

SR f8. what were the major reasons for Job changee? v{;fggf;h:;l‘ i g
9y :When. workere Jeft jobs fo; reeeons gi upwerd mobili;y,,wete the qew jobe
‘~<r=~ or oceupatione coneieten; with the eld oeqqpatiena? W, “;:».ev,

10, How well do ee1f~descript1ve adjectives selected by eubjeets ef each petnkfi
gonality type agree with. pereonelity deackiptions whigh, Ho;land (1973) has»il;
epplied to hie six personality typee? » ‘ B

B, Vecegionel Constructe and, Measuree; Operational and Peychological Definitio ef' |

1, Aepiratiode - v0cational

| VOcetional or occupational aepiration refers to the vocetional choice an indi '«’75
vidual vould coneider to be 1dea1.: Ae Crites (1969) noced, eepiratione "elmost P
alweye refer to the level at which an 1ndiv1dual wiehee to work", not the type of
werk or field he wiehee to enter._ Crites cerefully dietinguished between vocational
choice. preference and eepiratione.

\Choice 1s more realistic than either preference or aepiration,
and proference 18 tore realistic than &dspiration: -'In stating
an agpiration, the individual: indulges in fantasy. and conceives
of the "morely possible'--what he wishes he could do if he
could enter his ideal occupation (Critee, 1969, pe 132).

The Occupationel Aepiration Scale (OAS) devieed by Millet and Haller (196&) 8
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"i7doaigncd to detcrnino tho individual's Love) ot Occupational Aspiration (LOA)., ;
JVVocational aapirationuio mcaaurod by considerina a aubjcot'c choica ftgm a 11at of

f‘,'*'pation. but alao hie "roaliatic“ choicq o£ an occupation. o,gf,“‘ ol
: f;x The OAS ia a multiplo-choico instrumcnt, originally pianned £or high school :
3 n;ﬁotudenta. which is composed of LOA quastiona deaignad to apccify idealiatic or real- b
& ;‘,iatic aapiration 1avcla at short—range and long-range career points.; Ihc inventory o

consists of oight items, each of which refars to a separate list of ten occupationalyfof
© titles, renked according to prestiga. The instrument mhy be administordd to groups

or individuals within a 20-minute period. Scoring rogults nay be intorprcted a8 a ;
_ relativa 1ndicator of the prestige level on: the occupational hierarchy which anxindi-‘

, vidual views as a goal. The relisbility coefficient of the. OAS are: apprqximotely ‘;»57

+80, and the instrument's validity, although it 1. estimated, appears promising. ',>
The Vocational ‘Aspiration Scale (an. cbbrevieted form of the 0AS). conaiata of
~four groups of fifteen occupational titles (roprecenting a vange of oocupational
prestige), to which a subject applies one of four quegtiqus . Each occupational =
title has been asaisned a NORC (National Opinion Reseorch Conter) oco:o, Thio acore j;
- was obtained by NORC interviewors (Hodge, et-al., 1964) wha asked a- nationally ra-

A-preeented gamplo of 2,920 adults .and youths to rate the prootige of 90 occupationa.
‘classifying .these occupations as being of 1) excellent atandins. 2) good standins,
- 3) average standing, 4) somewhat below avcraga standing, or 5) poor etanding. Por o
the NORC study, a mean score was computed by assigning a value of 100 :to each "exceloﬁf‘*
lent" rating, 80 to each "good" rating, 60 to each "average" rating, 40 to each ‘
“"somavhat below average''. rating, and 20 to each "poor" rating. For the. present:
1study. a measure of vocational aspiration will be computed by summating the: NORO
 gcores asaigned to each of the occupational titles chosen by the respondent for the

four aspiration questions, .. 2 PR S T '

, Itema in - the Vocational Aapiration Scale were modified (from the OAS) ‘to. make
them applicabla to non~ptofessiona1 workers. The. VAS should take approximatcly ten
aminutea to complate. A copy of the Vocational Aspiration Scale can be found in »,‘

- Appendix A,




e "situationa). 5) national (or 1ocai) dleaatora - floode..

“+ vidual ‘and: offan environments 81m11arity of person~env1ronment types definee con=

ggagcglgegvironmengalz factorg o

' f‘about Job openinge, 7) unexpected pereonal events (1nc1udin§’nedicai. Ham )

‘f;"'pected {nformation dbout training. 10) unexpeeted financialisupporc, and 11) other'“
t unexpeeted or unpredictable evente. S R :
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Congruence requirea the comparieon of che personality oxientation of an 1nd1-'f:i

- gruence, whoreas 1n¢ongruenco “occurs when a’ typé 1iveés in an environment that pro* :
vidas opportunitiee and: tewards»foreign to the- petéon '8 preferenced and abllities ~;?§
for iﬁatonce. -4 realistis type ‘in- a saoctal environment" (Holland. 1973, p.ik-%). i

COnsruence of porsonality patcetn and envitonmental pattefn w111 be- aseessed by
 using the Molland, et al *(1969) -hexagonal model to compare’ the workor 8 VP oode : -
kf; (personality pattern) and'the VPI ‘dode of -his- Job tiflo (énvironmental pettern)- :
aHolIand, ‘atral, (1972) classifiod 832 occupations obtained from the Purdue Occupa-
tional Research Ceritor (McCormick, &t al.;. 1969) and evaluated: the: relationship of
32 job. factors (from Purdue data) with lolland's occupational claesificetion eystem.
; One result of the study was that Holland's classification (aix envivonmental tepes)
- and the objectives job factors were highly' related. ‘

As noted by Holland '(1973), the deprec of congruence (i.e., the exfent of
parson-environnént compatability) can be defined by comparing the relationship of
the worker's personality -type and his environmental type, using the hexagonai ‘wodel g
:(Appendix B)« .Four levels of congtuence-ineongruence can be agsigned, First, h;gh ,“n}
congruence denotes a perfect match (e.g., realistic~realistic) between coded per- 5
gonality pattern and envifonmental pattard, Second. low congruence denotes a peteon~‘:‘ v
‘environment match such that’ the two types are in adjoining poeitiona on -the heXa- S
gonal (evg., realistic~conventional, or realistic-inveetigative) “ Third, low {ncon-
gruence (a lesgar degree of congruence) repregents a pergon~environment match such
that the two typas occupy distent (but not opposite) positions on the hexagonal.




-1~

'Lpereon-environmont mateh, are oppoeite each other on the hexssonel._ The situetiona
Qfof hish incongruence are R—s or S-R, I-E or E«l end A~c or C-A. & ’ :

The personsl ‘and situation chnreeteristies that ereate a perticular
~deprae of congruence can ba made explicit by reviewing the. formula=
~ tions for the type and the envivorment involved. For inatance, a -
~ gocial type in a social environment is an.extreme case of: congruence
for many reasons, Tho soclal. pergon 18 provided an. opportunity
~to engage in social activities, to use social compatencies, to

~perform servicas he valuss, to sea himeelf as understanging and ,"~{§37-‘

helpful, and to exhibit personality traits of generosity;,. friond- R
-14ness, and eociability. In turn, the social environmeat reinforces
- the self-image the social type.brings to the environment,ﬁnd rewerds
him for social values and social personality traits such as genor-
osity, friendliness, and socisbility. O0f perhaps équal importance,
a‘gsocial type in a social environment can also avoid the activities .
he dislikes, the demands for competencies he lacks, tha tasls and
salf-images he does not value, and the situations in which his
personality traits are not encouraged. (Holland, 1973. P 38)

4, Consisten_y - incons{stency

Consistency refers to the extent of relatedness between peirs of personality
types (i.e., Realistic, Social), within an individual, which would be msnifested ‘
on a personality pattern. An inconsistent pettern is a personelity pattern in L"
which the subject indicates substantial interest for two ox three orientntions ‘ _
‘which are not 1ogically compatible. For example, high scores on the Realistie and
Social scales, placing them side by side on a pattern code, would indicate that the
subject liked occupetions end activitics which are, normally, mutually exlcusive.4
Thus, to assess the level of consistency of a personslity pattern the two VPI
scales which receive the S's highost scores are compered with the hexagonal model ‘
to determine their position t6 each other, If these scale-types are adjacent to
each other, the pattemn is highly consistent. If they are opposite to‘eech other,
the pattern is inconsistent (or low consistency), where the scale-types are neither

Finelly. h_gh inconnruence rsfers to the situation in which the two types, for. the ,f

‘adjacent nor opposite (e.g., Realistic-Artistic), the pattern has a middle levelyof_e,,_ ““

consistency.

- The following table, taken from Holland (1373, p. 22) identifiea the levsl of
ﬁ consierency for each two~code personality pattern.

TS



’._ tional choice which are predictable and can be considered when the individusl mekes

-12-

 Levels of Consistency -~

LI

 Level of ' LT T T

,V”VdCOnsistency :ﬁ??F°°ﬁ9??°?@?9“°‘9§ L

Mg %,RI, re, IR. IA, AI. AS. SA. ss, ES. Bc. R

 Middle -sA. RE. IS. IC. AR, AE. sz. Ec, EA, ER. ERE
o Lw as»,«:e_.‘ Ac.‘-sa.'sr. a

Conti gencz fac;ogs

Contingency factors nre those clements contributing to an individual’s voce—~

' a voeational decision or plans for hia vocetional future. Contingency faetors in-' ;
clude all attributes. values and personality factors which, if measUred, could po— :
tentielly contribute to the’ prediction of vocstional cﬁoice decieions.; Contingeney -
factors includea 1) intelligence leve1 2) socioecononic stetus (social class),

3) availability of vocational training opportunities. 4) individual's economic and
personsl eligibility for training, 5) individual's level of awareness concerning
vocational opportunities. 6) educational level, 7) sex, 8) religious background,

9) fathor's occupation, 10) ethnic and/or racial background, 11) perception of
femily influence, 12) pexception of community/cultural influence, 13) finsncisl
responsibilities. 14) perceived skills and abilities, 15) perceived occupational
accessibility, 16) other personal,. measurable traits.

6., Critical Incidents

“The e¢ritical incident (C.I.) technique was developed by Flanagan (1954) as a
method for gathering effective and ineffective ineidents.of on-the-job behavior from
individuals occupying a particular job. Although the purpose of most of the re- -
ported research using the C.I. procedure has been the job analysis of various pro-
fegsional and managerial workers (Jacques, 1959; Truax, 1956; Wagner, 1949), a few
regearchors have adopted the technique for the study of counseling and psychotherapy
variables,(Eilbert, 1957; Smith, 1954). In essence. the C. I, technique requires
the respondent to recall a signiﬁicant incident, relevant to the variable being
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~ studied, which was most effective (or least effective) for achieving some goal. The
supposition underiying the c. 1. method is that such’ critical occurrences will be

af',t’acourately and casily recalled by the subjeot. The rosearchot 8 task 18 to then

- avaluate and categorize the information which ia obtained. ,
?1anagan (1954) emphasized that the C.I. technique "does not conaist of a single
rigid set of rules governing such data ccollection. ‘Rather it should be thousht of

| aa a. flexible set of ptinciples vhich must be modified and adapted to meet the spe~
elfie situation at hand" (p. 335). Other cssential. points that Flanagan made |
includet 1) the necessity for presenting subjects with clear instructions and.: tasks,

2) the importance of satisfactorily olassifying critical incidents. -3) the accepta=~
bility of recalled incidents to provide adequate data and 4) the value of the G 1.
tochnique in (mailed) questionnaires in situations where S's are motivated to read
the,instiuctions catefuily and answer the questions conscientiously. -~ - v -

- In the current study subjects will bo asked to list the title of their first
full-time job, the job thef believe was most satisfying and their current job title.
Then they will be asked to deectibe,iin dotail, the circumstances at that point in
- their life’which lead them to take. the particular job. Last, they will5be esked to
think about the sequence of jobs they have had and the ways in which they onade the
decision to take thaso jobs. ‘“What were the most important avents in your life .
which contributed to the selection of these jobs?" These and othor similar questions
are included in Section V, Other Vocational Information, in the Background Informa=
tion Form (Appendix c). '

1. Diffetentiotion (homogeneity)

Differentiation refers te the extent to which a person or onvitonment tosembles |
but a single classification type. The well—diffetentiated perason is very similar |
to individuals of one particular persona)ity type in terms of interests, petsonal
characteristics and typical modes of behavior. The hetetogeneous, or less well—
differentiated, person resembles many personality types and would have peak scores
on several personality type orientations (L.e., VPI scales).

According to Holland (1973, p. 22-23):

The giffetentiation of a personality pattern is exptessed as a
uumerical value that equals the absolute difference batween a
person's highest and lowest VPI scores for the realistie, in-
tellectual, social, conventional, enterprising, and artistic
scales. These scale scoreés can range from O to 14, Well~dif-
forentiated patterns have sharp peaks and low valleys, whoreas
poorly differentiated patterns are telatively flat. To some
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. cited by Holland and Baird (1968). dofine interpereonal competency as "acquited

ability for'effective interaction" ond indioate thnt such conpotency conaieta of

'7 "heelth, intelligence, empathy. autonony. judsment end creetivity".

: White (1959) indicated thet the concept of interperaonal competence aleo ln-
cludoe a ﬁ_ gge of competence, [ feeling of being interpereonaily competent. Thia o
awareneeg of one e effectiveness in dealing vith othere end with the cnvironment,

then, s a ddeg to the view of competence ae eheviorglly related cvents or conee-
quencee. More recently. White (1973) tied the two ideas together by focusing on

competence and confidence. "Important in one e eenee of eelf .7. , ie one e conpe- e

gggng in dealing with the relevant environment and one s onfidgnce of being ablc,
_when neceeeery. to heve deeired effects“ (White, 1973. p. 60). o

f To measure interpereonel competency for the current rescarch. eeveral instru-
‘ments were used or adepted.f They ore thes 1) lnterperaonal Competency Scole S =
(Holland and Baird. 1968) 2) Anomy Scale (Mcolosky and bchaar, 1965), 3) Self-Accep~;‘7 ;
tence Scale; abbrevieted and modified (Berger. l952) 4y Internal va. Extornal S
Control Scele; abbreviated and modified (Rotter, 1966), and 6) Vocational Maturity :
Scele, ebbreviated and modified (Critee, 1965).A :

The lnterpersonal COnpetency (IC) Scele waa developed to meaeure the general

dispoeition or capacity of the individual for interoereonal competency. The results

‘ of geveral studiee using the Ic Scele indicatcd a strong relationship between inter— f;mgf

personal skille and general osychologicel health. althoush it waa originally intend—

. ed to agsess one 's ability to dcal with others, rather than pereonal effectivenese.

The 1€ Scale containe twenty true-falae itema which are interesting and non—
offensive. The estimated reliability of the IC Scele, when edminietered to 6289
male and 6143 female college etudente, was .69 end .67, respectively. The teet-
retest reliability for a ‘smaller sample ehowed resulta ranging from .63 to .67, |
Several comproheneive studles of college students, performed for the Americen 0011ege
Teating program, provided evidence for concurrent and predictive validity of the 1c
Scale. A copy of the Interpersonal Competency Scale can be found in Appendix D.

H

Before evalueting the Anomy Scale (Mcclosky and Schear, 1965) it may be well to

note that sociologists have treditionally defined "anomy" as a condition of relative

normlessness in a eociety. Merton (1957) believed that anomy was the result of "a
breakdown in the cultural structure, occurring particularly when there 1s an acute
disjunction between the cultural norms and goals, and the eocielly struetured capa-
cities of members of the group to act {n eccord with them" (p. 121) Srole (1956)
viewed anomy as a psychological state which refers to "the individual'e generalized,
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?] ;pervaeive sonse of 'eelf—to-Othere belongingneee at one extrem compared with "eelf-i7‘;ﬁ
N o-othore dietence and 'eelf- oaothere elienetion' et tho other pole of the contin- ‘-;'?
"‘ffu"f He leter broedened thie conceptualizetion to inciude the poeeibility thnt |
"”fenomy might be e function not only of social condltione but aleo of pereonality
i In e eumnery etatenent. McCloeky and Scheer (1965) indiceted that anomy "may be af
only one of meny symptome expreee.ng a ncgativietic, deepeiring ourlook on’ ‘ona' e ,f)
“life and on the community in which one livee.ﬂ Thev believed thet the tendenoy to S
‘J;perceive society a8 normlees. morclly chaotic, and adrift 18 a function of one 8 in—;f
'tellectuel and personality chnrectorietice. Anomic feelinge roeult when. eoeielize— o3
tion and leerning of the norms ara impeded. SUch pereonality dispoaitions aleo oo
‘reduce one's chances for effective interaction and communication; one ie leee pereon-.* o
‘ally competent. . ; ' , v :
_ The Anomy Scele (Appendix B) conteine nine true-felee itema and wee developed et*
,the Univereity of Minneeote ae pert of a lerge invcntory of eceloe.k The Anomy Scele o .
- was deeigned to meeeure reeponse to social end politicel conditione; it placee pri» o
‘mary emphasie on feelinge of normleeenees and mel-integration of culturel goele.; p k

;nh. r‘,geliebility was assessed ueing a Speerman-Brown eplit—hnlf correletion; the reliebilfg
: “‘ity coefficient wee .76. A eeriee of concurtent and predictive velidity etudies pro—;»wei
:fﬂcvided eubetential supportive evidence for the validity of tiie Anomy Scele."“ Y

‘ ‘“' 14 Berget 8 (1952) Self Acceptence Scale was developed using a definition of eelf-‘

iacceptance provided in Sheerer 8 (1949) etudy. The behavior of a eelf—acceptent
- :pereon 1s cherecterized by internelized veluee (rather than external preeeure). )
feith in his cepeoity to cope with life", reeponaibility.gsgjective acceptance of

’ criticiem. sense of se1f~worth. and an abeence of ehynees or eelf~conecioueneee. . fh?
~_The SA scale includes 36 1tems related to eelfaacceptence and 24 iteme comcerned, .
with atceptance of othere. The reepondent ueee a Likert—type ecale in which enewere 2

range fxom "Not et all true of myeelf )" to "True of nyself (5)"k Several groupe L
'”of _college etudente. and others. were ueed to assess’ the reliebility end velidlty of S
tho inetrument. Split-helf reliabilitiee of 75~ 89 were obteined using the SPear~ L
—'; man-Brown £ormule. Somo evidence of conetruct validity was’ eecured by compering the -
SA ecoree of e groep of etudente with judgcd eelf«ecceptnnce tatinge of easeye which
they wrote ebout themselvee. The averege correletion wae .90. S '
~, Por the preeent study, 30 of the 36 Self—Acceptance (Appendix F) items were
reteined elthough e few iteus were reworded to chenge the direction ‘of the iteme.

L In addition, the reeponee mode was chenged from the Likert-type formet to e True—
\)4‘ ’ .'" -




"~17~

’?“Faleo format. “hie was done partially to etendardize the reaponse Pf°°°d“f° f°f the.

‘fiosntiro. 100 item Porsonal Opinion Queotionnairo. 7o* "

ﬁi; contro1", solf acteptonco or oateem, and poroonal compotenoy (Robinson and Shavor.

. “*"f;a pereon 8 behavior will strengthen the expectancy that the particular ‘bohat

,,_J‘A?modified ond abbrovioted form of Rotter o (1966) internai vs. Extornol Con* 1}
avi;:ro} (I—B) Scalo wao 1no1uded 1n thio project' "Poroonol Opinion'Quostlonnaire"
(Appondix 6) although ve recognized the conceptual similaritieo between "1nterna1

:1£v1969)- Nhether the mgaauro of theee conatruots wili produc ; ubstantial ovarloppinsf;
'fiinformotion romains to be aeon, and wtll be oaaeased using faotor analytio techniquea,

4

i One of, the key propoaitiono in sooia”ﬁlearnina theory Is that roinforce nt?of i

',evont will bo rewardod 1n tho future.‘ Individuals come to differ in theirjporceptionf{ﬁ'i
 that °°rt°1“ rewards °r° determined bv chance or by personal ekills. According ‘o
‘ Rotter (1966), o e A S e

s X 5 i cep ,qt
é By

, . Peoplé 1n Amorican Qultpre haye devolopod goneralizod oxpectogoies;gwﬂ
Coodn 1earning situations in regard to whethar or not reinforcemont,~voo,
reward or glccess in’ thése situdtions 1s ‘dependentiupon: thedr-own o
~ behavior or is controlled by external saqurces,. particulor}ynluok i
(and) chance. , . Not only do subjects in genora) difforentiate '“‘f,i
- learning situations as internally or externally. dotormined but. i
individuals differ in a generalized expectancy 1n host they regard Y
.. the some situation. KIS . - ﬂ

i i x!}:}ﬁ}'\‘ﬁj‘

*Tﬁho, tho notion of 1nterna1-oxtorna1 control. simply stated, 19 thotapeople mﬂy e
differ considerably in their view of the oktent to which' they have contol’over’ thoir Vi
‘5ienvironment, thelr success at work ox:in: interpersonal rolations; and; 1 senerol.
‘-their life. The I~E scale purports to measure: the oriontation of an’ 1nd1v1dua1 on
the dimension of internal vs. extérnal control.- * Bt i

Rotter's I-E Scale contaitis' 29 items.vof which six are "£41lox" 1tems;%7Eoch ,
item presents the § with a cholca of two opinion statements about a 'situatfon. The
~ items deal with the 8's balief about the ndture of the world. The' ‘respondent chooees «
i between the extemal or internal locus of control statemont and his total score 13
‘the number of ekternal items he endoreed. ' S e sl

For the present study, Rotter's I-E gcale was modified and abbrevidted in.the
following wayt a)‘the "§1110t" items wore dropped, b) 15 items having the: higheet
correlation with the total scale (.24~.48) were chosen from the remaining 23 items,
¢) the 15 forced choice 1tens were convorted to 30 True, False items by using each of
the two etateqentiin an I~E 1tem as a, soparate item, and d) the 30 1tems were distri-
buted among other {tems in the project's "Personal: Opinion Questionnaira", : G
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e In an eerly. provocative ee83y, crites (1961) analyzed various definitione of
,vocational maturity avnilable at that time and ptopoetd that voca*ionel matutity bo

?7T;5>defined g;h by behevior end developnental tneke. The proced?re he eusaested wee to,iffy

,";cal ese, and then 2) deterndne hie degree of vocetional eevo’opment within tho life L
~ stoge from hie behevior" (p. 258). o | ‘ . ;"i”‘~ :
;J ;gf In 1965. Critee presented a pertial eolution to the meaaurement of vocational L
’fi{merurity in adoleseence by publiehing the Attitude Test of the VQcational Developmentf'
;fuInventory.~ The Career Haturity Inventory (Critea, 1973) incorporeted the VDI and ,;1
t;_gggp a maturity Competence Test.; Thie development of the CMI petdlleled reeent work;eg
by Westbrook and Perry-Hill (1973) who streseed the deeirability of meqeu:ing the
‘ oggitive processee involved in meking voeationally mature decieione. B e
For the present etudy, eldven items of Critee' (1965) VDI, modified for edult e
use using suggestions by Sheppard (1971). were used (Appendix H). Theae 11 items
were amOng 15 iteme of vocationel meturity uaed reeently in John Holland's "Life -
Plans Inventory“. “The {tens were dietributed eyetematicelly throuahout the projeet'
"Personal Opinion Queationnaire".> : ‘

10, Personelitx pettegn L o

R A

Personality patterns, or profiles, refer to the configuration of ecale scores ;
which results from the use of the Voentional7rreference Inyentory:(ﬁoilend!¥;96§) or‘jif

" . the Inventory of Occupational Preferences~(selomone, 1972),. The results of efther

.~ inventoxry can be used to specify the pergonality. type of the. reepondent. accqrdins
to Holland's (1973) vocational choigce theory. .. . : . L ~
- The Vocational Preference Inventory. (Appendix I) contaips 160 occupetienel
‘titles to which the respondent is asked to indicate his. like or dislike for the oceu-
- pation. - The VPI serves as both an interest inventory and a personality instrumont .
~when it-is used to assess personality types in Holland's vocational choice'theory.
- Tha inventory has eleven scales,, six of which are most used in vocational counseling:
and in researching vocational choice classification, and personality-type igsues.
These six scales, similar-to Holland's orientations, are titled: , Realistic, Intel-
lectual, Social, Conventional, Enterpriging and Artistic, Holland (1965) noted that:
" The Yeutral content of the inventory and its form give it
the following desirable properties: (1) occupational- titles
provide subtle stimuli which elicit positive interest and

avoid the negative reactiéne eometimes provoked by “obvious"
- - .personality inventories and ptojective devices with excessive




e tionel ‘ehoice ‘than’ simply aeking the etudent to: express a vocational’ choice.A iy

. w]0m

~'*>nmbiguity and thraats (2) occupational content raduces the

... 8ubjact's need to "fake" since this kind of content 1s usu~
411y porcoived a6 taving ne rolatioh to petgorial adjustment;

and (3) the VPI provides at low cost a broad rangoe of reliable

. information about a subjoct in a brief testing and scoring

" time without’ the need fox epecidi eeering br dcta proceseing

o ,:requipnent. (Pt 1) FEAE L e S L ey

:x«',:,

: The ovidence for the V?I's construct validity found in the 1itetature (Holland.f

1960, 1961, 1962) as well'ds the presentation -of" publiahed afid unpubiiehed resedrch ;
T the madual (aolland. 1965) lends substdntial support td the continued usd; ‘for |
clinical and ‘research purpoaes, of’thid instrument.l‘Sinilar eVidence for the VPI' ,
predictive validity hae been found (Holland, '1962), although Holland atd. Lutz (1967)5f
| indicated that the udd ‘of tho VPI waé 1666 effective In prodicting a: etudent's voca~f;f

Reliability ccefficiente of ‘the internal coneisteney (KuderaRichardeon Formule f[
21) of the' VPT are md@récew High: Theéy range, for'the six VPI acales.of intdreat
(aixth VPL rovision) from .76 ‘to :89,°The ‘subjects frot which* the r's were . codputedf@;
consiéted of male émployed” adults who wero job applicants’ (N~103) and col&ege Ereah-;;‘
MG men (malee: N-6289; temalest’ N=6143), Thé tedt-ratdat reliability coefficientafveryfV
| depending upon the length of tima’ batween VP adbinistrations.’ The correlation -
 range for a time lapse of six weeke 18 .74 :to .98} for-one: year: ©,61: to .86, for
" four’ years: .45 to .61, The samples for these correlations: include male ‘dnd female_f
National Merit Scholarship finalists, college froshmen. and college seniorsy '

The Invcntory of Occupational Preferences (Appendix J) was constructed by. Salo- :
mone (1972) using non-professional and non-managerial titles from six sources: -
(1) the Dictionary of Occupational Titles (U.S. Employment Service, 1965)y (2) the :
Occupatiorial Outlook Handbook(U.S. Department of Labor, 1969); (3)  the Classified
Index of Occupations and Industries (U.S. Department of Labor, 1966)3 (4) The Job
Guide for Young Workers (U.S. Departmént of Labor, 1963-1964); (5) a book by John
Holland - The Psychology of Vocational Choice (1966); and (6) ‘group discussion among
research assietants in the Rehabilitation Counselor Education program at Syracuse
University. o ‘ « Posoo o :

" Thirty job titles in each of Holland's six ¢lassifications were selected, Occu-
patidne"wﬂich were likely to ba familiar to most of the target group were included,
‘Those occupations which are designated as professional or mandgerial according to

o the_ﬁictienary of Occupational Titles (U.S.E.S., 1965) or the general educrtisnal

develéptent lével (GED) were not included i the I0P. Confusing job titles vere
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4180- the ptocedure which allowa IGSPondenterto akiv 1tems 1s not recoj~wﬂ;f;;:f,,
Guiltord (1956) eince many, ‘rasponse biasea arg intrqduced wni-‘h he :ee,:ag b§ r can,-
1d°“tif’ °‘ °°“t¥°1- Th° 80b1e¢t Shoulﬁ be aahad to reepond in meQ menner to‘everv

the Job title is Intargssing or Not Interosting. s ,;%‘gu Gerd it e
‘y , ‘The IOP has .9ix 8. .priori. scales; The presumption was mado tnat ogcupat
titles. can. be olagsif{ed into: Holland' \}970) pix cgtegoriep.f Bo}lpnd' Slapsd :
 tion was. extended to non-managerial, non—professional Job t;tleagg The, aix scalee of‘
~ the: Inventory of Occupationgl Preferonce are: . (1) Manuql~outdoor (mechanical and
| 1flabor1ng occupgtione) (2)<Techn1cal*ana1ytical (scientificfOccuPﬁtipna)! (3)¢Social~
9ervice (educational and sooial welfare, ocQupations) 4. CIQxicql—copform;ty (office
i and: cletical occupations).‘(i) quineps-resourcefulnese (sales occupationa) (6) Ar—
tistic—creative (avtiatic, :1itoxary, and muaical occupatiqns).f e N RS
R Several reliability .and. valtdity gtudiqs wove parformg as parg.of th@-deVGIOp->
mental process of the IOP. Small field tests were carrieé out ;n Sytacuqe, W York
“to assese the validity of the 1nsttument.' The validity of the 10P. was, eyalvftgd 1n
thtee wayssa (1) concurr'* validity was ngessgd by adminietqring the 0D and
Hdlland's VPI during one gession . and. comparing the rqapqnsgs of. gha §Ubje¢t§5
(2) construct validity vas agsessed by comparing work hiatory of respondenta with
cheir acorée :on:.the JOP- (theiy two—wotd qosignation),zand (3) cxitgrion-related vali
dity was'aesesagd by adminiaterins the. IOP to 4 group of wogkere in a epecifx»»A”f .
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orientetion (i e., psychiatrio ettendenta) end comperins their claeeiticetion as .

**:”ehown by’ their breaent jOb‘,tlﬂff*?*'i* S ‘J"‘vzri iff*ff» se C300) men e 3'=;\
S “The" reiiebiiity of the TOP was assessed for. (1) teeporai etebility (teate,f,f{;;

f?endg(Z) intetnel coneietenoy (eplit~he1£ reliebiiity). The Iorfwae spiit*(odd-x v

coefficient (Robinaon ’1957) aﬁd b9 meene ot theiPeareon prodoct oow ¢
*coefficient.3 The former" corelation coefficient is.8: ouvilineer méasute and. reflﬁcts
agréement between twod' variablcs.‘ The Peersoﬂien correletion ie e'meeeure of‘theg
" 1ineédr ¢orre1ation betwaen’ two verieblea. “The'valuo' of the: iﬂtreolaee correietion
coefficient depends,” 1n part) on:the value of the Peereohien correlation but. 1t eleo'
depends oh the difforences’ between the meane ond standard deviatione of the two i
ﬁ}atiables. o .o - S - o S ,' ’ R E TR ,‘ ;‘ ‘;M ""‘".'f-""!-“' o

: The mean test-retest” (six weeks) intrecleee correletion was .81 (renge: .62- ,1;*-5
.89)~ The' mean Pearson tebt-retest correlation was .84 (ranga: '277-.689). For eachf” .
type. of correlation. the Bueinese-resourcefulneee ecale of the : I0P. wes most relieble‘
on aix weok re-test and’ the Artietic-oreetive ‘acale was least: reliable. ,'; L

o In order to makd a preliminaty aesesement of ‘the concurrent Validity of the IOP
“the entiré sample wds adninistered the I0P and Holland's VPI. ‘Peargon produot momen“,

. correletione between ‘'scales of the IOP ard VPI which. presumably. weasured eimilar ]ﬂr;e
vocetionei orientotione ‘were computedx Correlation coeffioiente for the eix IQP andlg
VPI scale orientation scalee were: 1) Menual—outdoor (IOP) V8. Realistic (VPI):

Q
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‘q: - .58; 2) Techhical-analytical (10P) ve. Investisative (VPI): z,i..32; 3) Sooialii,°i1x
i?eetviqes (10P) ve‘ SOcial (VPI):,; - ,78; 4) 01etica1-con£ormity (10P). vs.. Conven~

8. 23; 6) Attiaticﬂereativn (IOP) v8« Artistic (VP1): 238 .73. Theee resulte. pfd—'iif°
de' gotia yidence of. the ‘coneurrent validity of the IOP. ..Tho moderate posicive .
cortelationieoafficiQnts indicate a substantial linear overlap between the- IOP and

oy i

Of\t underlying conatructm ‘:531 [y T T R S STRUIERN P
;? The conétruct dnd predictive validity ot a tost 18 the nxtenc to which it ip ,
<?,said to meaeuta or ptedict 8 theoretical ~oncept or ttait (Anastaai. 1968). It yne

#fal 3roups sinceg présumably. chey had different oceupational interests, Some. oyl
"‘fdence of: the construct validity of the T0P, was obtained. by comparing:the group IOP
5pro£iles of thé: ‘peychiatric attendants, teachers alds and factory foremen who. wore

tionalﬁ(vpx); X ?-57‘ 3) Business-resourcefulness (I0P) vs. Enterprising (VPI): e

of wayaaleo indicace that. to aomﬁ extent. the instrumonts arq\meaapring ditfer?:“,j

¢jpostu1ated that the IOP would be able. to .difforentiate between disgimilar occupationwtjf;;

- ” 99Ft °f,theiaampleqs,Beeidea.having separate -and distinct IOP, profiles, it was notgd‘ ,}jl

 ”;fTh0 forenen, olassified by Holland (1970) as: Realistic, scored high on the Manual- F
”outdoor 10P scale, which was also predicted.t; S o e
Oriterion-related validity of the IOP was assessed by- selectins a portion of

5‘~‘receivod on the I0P and- the actusl occupational classification of, their present. job.f
~ There was agreement, as. described above, in twolve of the fifteen cases.. This 80
"percent agreenent: between measured-and actual occupational clagsifications ig.accep-
-~ table as preliminary evidence of tha criterion-related validity of the IOP,

- In futther,validity;studies of the IOP with substantially larger aampieg.gf
adult employed workers, nultiple discriminant analysis procedurcs will be used to
" test tha I0P's ability to differentiate types of workers and to evaluate the concur-
vent validity of the I0P, 'The tomporal .stability (test-retest ralisbility) of the
- I0P will ba medsured over g evgral time perioda- o Ky i

In summary, the results of these preliminary studies regarding the validity and
reliability of the IOP suggast that the instrument 1s potentiully useful in cvaluat-
-ing tho vocational preferences of non-professional, non-managerial workers. Initial
‘jevidence of the .concurrent and predictive validity of the IOP has been obtained as
“hdg evidence;indicating moderately high corralations with.the scales,of,ngilapd'
VPL. EEREC - S ‘

";that?the.pGYChietric attendants and teachers aids-(both classified by Holland in the ,f*~f
" Soclal and Artistic categorios), as predicted, scored high on the IOP in thege aroas.

-3;tho total sample (paychiatric attendants, Nv15) and comparing the claseification they,wfﬁ
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St ‘ John Holland‘a initial statement of his vocational choica theory (Holland. 1959»rff{
o '7hia two booka (1966, 1923) and a11 of hio work on his theory are based on the premiee’;}%
7 ];;that tha vocational personality of any pereon can be daacribed essantially. by pla- }i,f
‘cina them into ono of six catogoriea. Theee categorioa, or peraonality types, ares :
;_Wuiealiscic. inveetigative. artiatie, social, ontarprising, ‘and conventional.'fH611andbl
7[”}(1973) tecent book ptovidee a description of aach pareonality type {h torms of pre~
‘Jf_tfetfad activitiea and intereata, compatenciea eolf-perceptions and porﬁonal charac-

'fiateriatica.a”

‘72~a12q'vS> ac io ’by; | ’,'  | _;yr’;;i;_ 1t_4 Lo a‘rﬁ!;f?®‘  ;
R As will be noted in the diacussion of tho next vocational construct. Job aatia~al
‘faction and vocational datisfaction are distinct concopte and,’ aa quch. aro meaauted,ﬁ
o da diffotont ways, ~Whercas vocationa; satiefaction vofers to:a 1ong-torm concapt of -
- one's satisfaction with past vocational activities and history, with pragent vocs- ‘-f

tional oxpericnces ‘and withfuture vocational expeccanciea; Job. uaciafaatiou gefera ff;f
| ~to one's feeclings about a ingl @ job and about job-telatad events, relationshiP8 and ;5ff
' porsonal attitudes. - ' - : o R R SR i

' Crites' (1969) book on vocational paychology includae a.very. thorough ohapter .
daaling with vocationdl and job: catisfaction, . Job’ aatiefaction has bean: of intatoat:
to industrial psychologists for decades and "occupational" satisfaction has. been

studied by ‘soclologists.” A eeries of reviews by Robinson (1952.,1953..1954. 1955,
71956, 1957, 1958) and Robinmon and Connors (1959, 1960, 1961, 1962, 1963, 1966) in

the Peraognel aid Guidance Journal may help the reader gain aomawhat of a histo:ical

~ perepectiva.' . : : e .

Job satisfaction includes at least six different. elements as part of tho con=
struct. They are satisfaction with: 1) work tasks, 2) financial rewards (salary,
fringe benefits), 3) the wotrk environment, 4) interparsonal relations (co~-workers,

supervisors, etc.), 5) employing agency, company or inatitution,:andk6)‘peraonal
‘ neéds, growth and development. Herzberg, et al. (1957);reviewad over 150 studies
‘and proposed 10 major job-factor categoriest 1) intrinsic aspects of the job,

2) supervision, 3) working conditions, 4) wages, 5) opportunity for advancement,

6) security, 7) company and management, 8) social aspects of the job, 9) commupica-
tions, and 10) benefits.’ ' o _ _ ‘

As part of a sories of Minnesota Studics in Vocational Rehabilitation, geveral
studies of job satisfaction of blue collar, white collar and handicapped workers ware
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porformed, Carlson, et al. (1962) indicated that job satisfaction included five

,fn;_;eomponentst 1) general job aatiefaction, 2) eatiefaction with working conditions,

) antischtion with euperviaion, 4) eatiefaetion with compensation, and 5) eatie~
_,,faction with co—wotkete. Latet etudiee by Weiee, et al. (1967) resulted in the

~ Minnesota batiefaction Questionnaire. The ahott-form (20 items) of the qu coneiete
of three ecalea. Intrinsic eatiefection, Extrineic satiefaction and Genetel eatis~
ffection. The long. form of the Msq (100 items in the Likert-ecale version) includea
twenty separate ecales. They are! Ability Utilization, Achievement. Activity,
Advancement, Authority, Company policics and practicea, COmpensation, Co~workete,
Creativity, Independence, Moral values, Recognition, Responsibility, Security, Social
service, Social atatus, Supervision-human relations, Suparvision-technical, Vatiety,
and Working Conditions. .

Crites (1969) noted that a reeeereher could approach the measurement of job
satisfaction by taking a global approach (typified by the MSQ short-form or‘Heppock's
Job Satisfaction Blank (1935, 1970) or the summative approach - such as is measured
by the long~form of the MSQ. In a recent perscnal communication (Crites, 1973), he
indicated that Hoppock's JSB correlates veory highly with many other indices of .job
satisfaction (including the ¥5Q) and, in additifon, it has the value of being ahott,'
uncomplicated and easy to score,’

Hoppock's (1935, 1970) Job Satisfaction:Blank (JSB) 18- deeigned to allow the
subject to reveal bis plobal 1likes and dislikes for his job.  The JSB consists of
four'patteﬂyeach part presenting seven choices in a continuum fyrom very positive to
© very negative views. The four parts are concerxned with how,the:indiyidual_likee his
'job, how much of the time he feels satisfied with his job,: how he feelatebout:chang-,i?*
ing his job, and how he thinks he compares with other people. Intarnal consistency :
of the JSB revealed a split-half reliability of .87 (Crites, 1969) ...

Hoppock's JSB focuses on a combination of factors that evoke an "I am eatiofied :f 7

with my job" response from a person; hinging upon his psychologicsl, phyeiologicel,
and environmental circumstances. The individual who is administerad the JSB bal-
ances a multitude of satisfactions and dissatisfactions, and arrives at a composite
satisfaction with the job as a whole. When tha JSB was correlated with employment
status, occupational level; and age, the results were found to be meaningful (Hop-
~pock, 1935). Hoppock's JSB is reproduced in Appendix K. The point values are plnce(
beside each alternative, aithough Hoppock lists the 28 cholces in sequence.
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13, Satisfaction = vocational

Satiafaction with one 3 work activities. on-the~job relationahips, past voca- ff '
tional progress, and future vocational potentialities all combino ae vocatiOnal k -
satisfaction (1ona—torm, general occupational aatisfaction).% ygcgt;gna aatisfactioni" ’
1s distinguished from 1,2 aatiefaction fn that the 1atter e, oonfined to one e eatis~?

ditions (clean working environment. having many fringe benefits. friendlyz o-workere:u
... etes), Extrinsic satisfactions, consisting of the tangible. rewards of work~-pay,
bonuges, etc.--describes the third type of vocational satisfaction. Vocat nal .-
satisfaction should be viewed as mora than the quantitative summation of t_ t ' o
types of satisfactions. The scientific observer should asséée the level of eatiefac-!”
tion achieved by the individual in relation to his ¢ gpectasiog of satiafactio ' 3j‘_j
Crites (1969) views vocational. satisfaction as the individual's eatiufactibn 1.‘L(f
with his 'life's work", as differentiated from his job satisfaction, which is confine¢5ié
to a particular position held at a given timo, Cortain situational factora, suth as e
unfriendly co-workers, could cause dissatisfaction with an individual‘s job while ‘
at the same tive the individual may be satisfied with his vocational paet and his ,
expectations of his vocational future. It is this long-term vocational behavior, , n'
rather than that of a given moment, which ia the focue of vocational eatiefaction. -
The Index of Vocational Satisfaction (IVS) attempts to measure long-term voca=
tional satisfaction, as described above, by focusing items on past and future voca-‘ u
tional situations, and on the expectanciee of the worker and his important others. :-'A |
A S's score on the IVS plus his Job Satiefaction score will symmate to a eingle ;
vocational satisfaction score. The Inventory of Vocational Satisfaction contains 16
items, of which eight each focus on the past and the future, The 1tems deal with




(Section I) found in Appendix L.

.o ¢ 14y ‘Self=descriptions
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work advancement, velationships with co~workers, and intrineic and extrinsic satis~
!aetione.‘ IVS jtons ave identified a8 ‘part of the Vocational Opinion. Questionnaire

Sogeéof the’btojéct hypotheses call for self-descciptions by subjects for come
' 'pardsons with parsonality patterne‘énd‘othet'variebiee.‘ Holland (1973) deserdibes
'each of the eix porsonality types congonant with his theory of vocetional choice by
providing, in part, a list of adjectives with which individuals in a particul&r por-
éonality cetesory might describe themselves. ‘Thesa adjectives are, in 1arge part,

empirically derived.

B LA
[

Yor the current ptoject. ton adjectives from each of Holland's six personality

categories ware solected to form'a small clbstor of adjectivas, Thosé adjectives in ‘*d?

excess of ten which might be confuetng ot threatening to non-ptofe§siona1 workers
‘were omitted, Subjects will be asked to chooss one of the six groups of adjectives
which most closely match their porceptions of themselves. ‘They will then check

adjectives which most describe themselves, cfoss out adjectives which aré least liké‘ }ﬁ

themselies and lcave untouched adjectiveb which are somewhat liko themaelvos. ihe

adjective groups aret

Realistic

Conforming -~ agreaable

Frank ~ truthful, blunt

Genuine -~ real, sincere

Masculine

Natural »

nirsistent

Practical -~ sensible

Gtcable - establishosd, unchangeable
© Thrifty - economical

Uninvolved 4

Investigative

Analytical ~ able to look at a sit~-
"uation and take it apart
Cautious
Curious
Independent
' Methodical = orderly -
-7, Passive - patient, inactive
Pretise -~ dcurate
«; RAtional = redsonable, sensible
. o Reserved - able to hold back
ﬁl[:R\j: Uneseuming - modest. humble

Artistic

Complicated

Disorderly - messy
Emotional

Idealistic

Imaginative ~ creative
Impractical - not practi.cal
Impulsive = spontaneous
Independent

~ Nonconforming
: Original .

Social

Cooperat1Ve
Friendly
Generous
Insightful
Kind
Persuasiva

. Regponsgible

Sociable ‘
Tactful - clever, sensitive
Understanding



gnsggggigina - Conventional

- Adventurous Conforming ~ agreeable : e
., Ambitious - cager - .~ Conscientious « dedicated, careful, honeat
Domineering = overbearing, maoterful Dafensive - guarded
Bnergatic - Bfficient - effective
JImpulsive ~ spontancous Inflexible « stubborn, vigid . Lo
_Optimistic = hopeful Orderly, neat, oraanized, wcll-trained
Pleasura~secking - o -, Pargistent. ‘
Self-confident Practical - sensible
Sociable ' . - Pendish - modest, regerved

Talkative ‘ ‘ ‘ . Self-controlled - calm -

15. Socio-economic status :

The non—sociologist in search of a eound, simple measure of socio—ecOnomic
ctatus will find the same neasurement ambiguity and ‘confusion in sociology as in
psychology. Socio~economic status 1s also described as- occupational atatuo, occupa=
~ tional prestige ‘and social class. Holliugehead and Redlich (1953) developed an’
"Index of Social Position" which was designed to estimate the positious occupded by o
individuale in the status _structure of the’ community. The Index uged an occupat10n51 3]$
scale, an educational scale and, initiallv, a residential scale to estimate a final
status position. Warner (1949)- dévelopad a simpla’ occupation clasaificdtion system
which resulted in a seven point status scale. Duncan (1961) rucognized that no
einglo neasure of socio-economic status could nmeet the need of every researcher.
| Building upon previous work of the Natiénal Opinion Research Center and the
Census Bureau,' Duncan (1961) devised a Socioacononic Index (SEI) which would provide
‘a useful measure of individual sociocconomic status. The SEI was constructed to
correlate highly with. individual age-ndjusted income and education level. Duncan
provided a comprehensive listing of occupations and their comparative SEI value using
the 1950 Consus Bureau data. As Featherman and Hauser (1973) note, "Dunican's index
of snclo~economic status, when applied as an attribute of a person, denotes the
status accorded to the individual as the incumbent of a particular occupational
role.” ,
For thie current project, Duncan's SEI indéx will be asaigned to each S using his
occupational title and Duncan's (1961) sppendix.

16. Stability -~ vocational '

Vocational stability is a construct that has been mentioned only in passing by
vocational psychologists and theorists (Critas, 1969; Holland, 1966; Super, 1957).
It should not be confused with 193;9tability which is measured by ascertaining the
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on the hexagonal model = 1.e., from Enterprising to Artistie, or to Realistic), and
5) the interclass changer IIl (this refers to the parson who changes from a particu-
lar environmental type to one which is directly opposite on the hexagonal model =
f.a., from Entorprising to Investigative). It was believod that the type of job
change (one of the above five classes) should be considered in developing the VSI
since a worker who went from one job to a second job and stayed in the same three-
letter VPI code would be considered more stable than a worker who went to & new job
but changed his VPI code in the second and third positions, and would be more stable
than any of the interclass changers,

A second factor in developing the Vocational Stability Index was job'tenurgo
The length of time (months) in which the worker stayed on a particular job reflects
his level of vocational stability, Thus, a worker who had many jobs but stayed a

very short period of time on each job would be viewad -as less stable than the worker

who had fewer jobs and more time on each job. The number of jobs is not considered
a relevant variable since, depending upon the particular type of enviroament in
which the worker is employed, he may have to change joba frequently. For exawple,
the conatruction worker or the actor might have a saries of three or four, one month
jobs, but would still bo considered a stable worker.

Another consideration for the VSI is the reason for leaving a job., It is expec--

ted that the stable worker would have a positive reason for leaving a job {for
example, promotion to a new position, upward mobility of some sort, moving for
health reasons, etc.) and the less stable might have a negative reason for leaving a
job (for example, being fired or qﬁitting a job, being demoted, etc.). A third
position would bo the worker who left a job because of cnvironmental circumstances
guch as layoff, a company closing, etc, A complete list of recasons for each of the
three categories has been developed (Appendix N).

Using the first three factors considered to be important in vocational stability
(class of change between jobs, tenure on each job, and reason for leaving) a VSI
formula was derived. The formula is as follows! ‘

VST = (CC X T x RL)1 + {(CC xTx RL)2 +. ., (CCXTx RL)N 4+ 1T, where:

Vsl = Vocational Stability Index

£C = Class Change

T = Tenure in Months

RL = keason for Leaving a Job (rating)
TT = Total Tenure a

¢
i
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RPeferring to the reasons for leaving a job cach worker will be asgigned a rating
of 5 .for a positive reason, 3 for an environmental reasom,. and 1 for a negative rea~
son, ; . - ; .
Concerning class of job chango, a particular rating will nced to be placed in
position of the CC in the formula, If the worker is a Class I - nonchangex - the
rating will be 11; if the worker ie a Class II - intraclass changor - the rating,

will be 93 if the worker is in Class II1I, 1V or V ~ interclass changer - the rating " H

will be a number equivalent to ten times the correlation given in Holland's hexa-
gonal model, rounded off. For oxample, the coryrelation between the,Conventiqhgl;and
Enterprising environmental types is ,68. A worker who goce from COnventionél-to‘.
Enterprising will thus receive 7 points (which 1is .68 timee 10 = 6.8, tounded‘:o-Vy
points)- ‘Tho'rgnge of points for interclass changers will bo from 1 point to 7

- points depending upon the distance between the environmental categories. A matrix
of points for interclass change are as followst o

I A S B G
R 5 2 2 3 4
1 3 3 2 2
A 4 4 1
s 5 4
E 7

To computo the Vocational Stability Indox the information concerning the .three
factors ie entered into the formula and a particular number is computed. The ranges
of numbers for the VSI is 1-55, Thus, it is expected that non-professional workers
will be differentiated in terus of the level of their vocational stability.

17. Success - vocational

Starting from the aésﬁmption that "vocational success" and "yocational achieve-
ment' are synonymous terms (Crites, 1969), we will briefly consider several paycho~
logical views of the concept. According to Super (1951), "guccoss, as tha world -
judges 1it, is fruitiees and empty nnless it is also seen as success by the indivi~
dual.” This statement underscores the subjective nature of vocational success and
proposes the necessity of considering both the extrinsic and intrinsic nature of the
concept., For some, success may be synonymous with security, a good teﬁutation, or
monetary tewatds; for others, a successful position may allow for decisiveness,
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self-directivoness, and achiavoment. Purtharmore, as stated by Dressel (1933),
- vocational success "1nvolves a value judgment which must of necessity be different
for different people and for different cultutal patterns,"”

AcCOrdins to Lewin. (1936):

The experienco of auccoss and failure does no* dopond upon the

achievamant as such, but. rathor upon tho rela:ion batwaen the

achicvemont and the person's oxpectation. One can. speak. in

this respect, about the person's 'level of aspiration', and

can say that the oxperience and the degree of success and fail-

ure depend upon whother the achiovement 1s above or Polow the

momantary level of aspiration (pp. 926-927). ; ‘
Lewin's teference to the achievement of one's personal expectations 18 similar to
Stott's (1950) notion that the "attainment of tho salf-chosen gosl" is.a critical
component of vocational success. Lewin also implied that vocational success 18 a
temporal concept which may fluctuate betweon high and low levels. -

As a summary statement, therefore, an 1nd1v1dua1's description of his vocation-
al success should include his vocational hietory and the vocational expectations he
holds for the future.

To measure vocational success will require the ccmbination of three types of
research data: 1) responses by each worker to a brief uueationnaire concerning hig
(1.0., subjective) view of his past vocational success, ?) similar information con-
cering his future expectatione, and 3) most importantly, an’ _higgg;gg report of the
subjact's work behavior.

A review of several factor analytic studics of vocational guccess and commen=
tary by noted psychologists (Bingham and Frayd, 1926 V1telee. 1932; Otis, 1940} {
Toops, 1944} Super, 1951; Super and Crites, 1962) was used to prepare & comprehensive N

1ist of such factors. These factors have bean used to develop the Vocational Succesa .

Inventory used with the current study of non-profeseional workers. FPactors relevant .
to vocational success include: 1) Quality and quantity of work output, 2){Acc1dents '
on the job, 3) Salary level and Salaryvihcteaees,‘k) Length of service on jobs |
(tenure), 5) Advancement on the job (promotion), 6) Leval of responsibility for the -
work, 7) Length of training period, 8) acquisition of new‘skillﬁ -(amount), 9) Sug= -
gestions for improvement (creativeness), 10) Orderliness, 11) Organizing abilities,
12) Ability to relate to co-workers, 13) Ability to perform various jobs, 14) Knowf
ledge of job, versatility, and accuracy, 15) Health, 16) Skill in dealing with
others, 17) Judgment, 18) Effectiveness in supervising the work, 19) Efféctiveﬂees
in planning one's'wdrk, 20) Effecéiveneea in improving; operating efficiency,
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21) Originality, adaptobility and tolerance, 22) Motivation. for work, 23) Resource-
fulnaoss, 24) Ability to motivate others, 25) Goneral reputation, 26) Drive and inia-
tive, 27) Interest and worale, 28) Loyalty to tho company.. Items ugod to maasure
vocational success (Appendix 0), for the current research, are included in the
"Vocational Opinion Questionnaire",

The objective measure of the aubject 8 work behaviot will be the Minunesota Sat- :
| ‘1sfactor1ness Questionnaire (Gibson, ot al.. 1970).L> “"

18, Work history .

For this résearch. two questionnairea were used to gathet detailed 1nformation
about the §'s past work experiences and to. elicit anacdoted material concerning ‘the :
reagons for vncational deciaions, ' The. "Background Information" form- (Appendix- C) 1s‘f
composed of five:sections:; 1). educational and socio—oconomic information, 2) currentf
job information, 3) first full-time job information, 4) information partinent. to the-ﬂ
'8's most satisfying. job, and 5) other vocational information.. The "Work History  ~
Profile" containe twelve questions which:focus on those jobs held by thajﬁ.during-thﬁf‘.
last ten years (excluding current, first and mest satisfying job);k;ro:;gaph 395 |
title, {nformation will be elicited concerning, for example.»length;qfﬁeﬁployment
(in months), source of job 1ead,»reasons;fdr;tak1ng the job, reasons for leav;ng,
etc, | C o e ,

The items for the two questionnaires‘werg‘generated from: 1) the hypotheses
and research questions proposed for the current research, 2) previous research car-
ried out by this rcscarcher and hiqvcolleagues, 3) sample work history forms in

sevaral industrial psychology texts and 4) the work higtory forms used by'qum, et al

(1969) in their study of retrospective uork‘histories of employed adults, and by
Weiss, et al. (1961) in their study of the Validity of Work Historics Obtained by

Interview. In addition, it is well to note that Featherman and Hauser (1973) report- - ‘

od "marked ability of persons to report their occupations held five years in the
past, with nearly the same reliabiiity as they report cuxrent statgses.“ They "re-
ject the implication that occupational informution is subject to uhusunl distortion‘
and decay as a function of time" (p. 245). A copy of the Work History Profila is

found in Appendix P.
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and wotien holding non-professional, non-managerial jobevgskilled. somi=akilled, un=
skilled, tachnical, clorical) who live in the northeastern part of the United Statos.
The geographical limitation was‘ introduced to reduce data colloction costs. The
nethods which will be used to sample from the popuiatibn will depénd on the spacific
distribution of the subjects in companies and other places of cmployment within spa-

~cific goographical arcas, and tho maximum estimated sampling precision which can be

achieved with minimum cost (Scott and Wertheimer, 1962),

For this study, "non=professional worker" is defined as an employed, adult man
or woman whose job title, as specified in the Dictionary of Occupational Titles
(U.S. Department of Labor, 1965), docs not‘etart”with codes 0 or 1 (proféseional and
managarial) and whose level of general educational development (GED) falls betweon
1-4 (that 1s: no special trainins, elementary school, high school, some college,
technical or buasiness training). Persons with GED levels at 5 or & (college training
are not included as "non-professional, non-managerial workers'. -

Approximately 85 male and 85 female subjects (total N=1000) will be aélected for
each of Holland's six personality types. Holland's Realistic occupations include B
skilled trades, technical and some service occupations; Investigative occupations
include scientific and some technical occupations; Artistic occupations include ar-
tistic, musical, and literary occupations; Social occupatione include educational
and social welfare occupations; Euterprising occupations include managerial and
sales occupations; Conventional occupations include office and clerical occupatione.
] Workers of four personality types - Realistic, Inventigative, COnvontiona1~and
Entarprising ~ are likely to be found in industrial settings, manufaCturiﬁg‘fitms an¢
businesses, To secure names, addresses and job titles of potential $'s in Holland'e"
Social and Artistic categories will requiret 1) Contact with professional persons
working in social service agencies within seleacted communities (known to research
staff or via letter), 2) Letters to agencles and businesses (found in community tele-
phone books) which have high probability of employing non~professionals in the two
categories of interest, and 3) Advertisements in local newspapers soliciting paid
volunteers for the¢ project. '

The multi-stage sampling variation of the cluster sampling procedure (Scott and
Wertheimer, 1962) will be utfilized., The initial procedural steps will be as follows:
(1) Identification of occupations from which subjects will be sampled. Occupations
from Holland's (1970) classification which represent the six personality-typés will

be chosen; (2) Identification of businesses, companies and other employment settings o

which employ persons performing the selected occupations. Directories of businesses
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published by local Chamber of Commerce's yecllow pages of tolephone books, Thomas'
Manufacturing Directory, and other sources will be used for such identification;

(3) Random selection (with back-up 1iet) of companies which will be contacted by lot-
ter and telephone to secure cooperation with ‘the research project and to fecure 8
mailing list of appropriate workers and (4) Identification of workers and their job
titles from company rosters, : -

Fron a large pool of potential subjects, workers will be randomly salected
(approximately 15-20% moro than needed in each sex-parsonality category) and an ini~
tial letter, with a roturn postal card, will be gent. Using the returned postcards
with dqmogrphic data for each volunteer, subjects will bé randomly selected with
" stratification on the criteria of sex and personality categbry. To the extent possi~
ble, age of worker will be considered so as to reflect the age groupings of American
workers. in general. Fbllow-up letters will gpecify date and time of the data col-
lection mecting and will ask subject to reconfirm their intention to participate in
the study. :

Subjects will be paid at the rate of $5 per hour for an estimated three hours

per subject to assure both participation in the research and cooperation with the
regearch gtaff,

D. Rescarch Procedures

1, Pilot Study

In order to assess the rest administration procedures and to discover other
problems with research instrumentation, a pilot study wan performed using 20 non=-pro-
fessional workers from the Syracuse metropolitan aréa. The workers were sacured by
advertising in the Syracuse University newspaper and were, predominantly, S.U. em=
ployees. There were 10 men and 10 women who fell, largely, into Holland's Realistic
and Conventional categories. Most Conventional workers were clerical workers at
S.U., and most Realistic workers were on the custodial or physical plant staff of
the University.

The research questionnaires and inventories were grouped in the following man-
ner: Booklet I - "Background Information'" - data concerning demographic, education-
al, soclo-economic, some work history and some vocational background information;
Booklet II - "Vocational Opinion Questionnaire" - vocational satisfaction, vocational
success, confidence in organization, vocational aspiration, job satisfaction,
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vocational necds, self-descriptions, and chance and contingency factors in vocation-
al decisionsj Booklat IIX - "Personal Opinion Questionnaire" - intarpersonal compe~
tency, anony, salf~acceptanca, vocational maturity, and internal-extarnal control.

Subjects also comploted a '"Work History Profile" for each job held in the last
ten years, Holland's VPI and Salomone's IOP. At the end of the test-taking session
they were given an envelope which contained a letter to their employment supervisor
and a copy of the Minnesota Satisfactorinces Questionnaire.

The teat taking sequence was: 1) Booklet I, 2) VPI, 3) Booklet II, 4) 15 minute
coffee break, 5) Work History Profile, 6) IOP, 7) Booklet III, and 8) letter to
supervigsor - MSQ. |

This procedure allcwed the research staff to distribute inventories and ques-~
tionnaires in a manner which a) limited the influence of responses to one question-
naire on another, b) ptdvidedl§'e with a brief rest between sets of booklets, and
c) gave the test administrators time to chock booklets for omissions or gross errors.
Thus, several posaible confounding variables (sequence effect, fatigue cffoct, and
practice offect) werc considered in defermining the position of each instrument.

2. Data Collection

The selection of subjects, and the procedures for the standard administration of
rescarch inventories and questionnaires has already been described. Collection of
research data which takes approximately three hours to compleie will require admin=
istration of research booklets to subjects, by research staff, rather than the use
of the mailed questionnaire technique, '

The researcher who collects data through the usc of mailed questionnaire must
cope with the inevitable problems associated with a) limited return of regearch
materials by subjects, b) incomplete and/or unusable matetiais, and ¢) unknown var-
iables related to unstandardized and uncontrolled test administration procedures.

To avoid these problems, subjocts will be gathered in moderate sized groups (25-30
persons) on a Saturday or Sunday morning, from approximately 8:30 to 11:30 a.m., or
Saturday afternoen. Following standard administration instructions, booklets will
be distributed and the test-taking will be monitored. Subjects will be compensated
by check within 7-10 days following the successful completion of the inventories.

Subjects will be secured from the northeastern part of the United States (New
York, New Jersey, Pennsylvania, Massachusctts, Connecticut, Maine). The geographical
limitation was introduced to reduce travel costs related to data collection. Initial
selection of cities in which data collection will take place include: New York City{
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Syracuse, Albany, Rochester, Buffalo, Newark. Trenton, Philadolphia, Scranton, Pitts- ;
burgh, Harrieburg. Boston, tlew Haven, Hnrcford, Bangor, Portland., Each city repre-
gents both the particular metropolitan areca and the surrounding snaller cities and
towns,

Given decision regarding the citics in which data collection will take place

and the dates for each city, a meeting place (hotel meeting room or university cone-
ference room) will be arranged.

3. Data Processing and Coding

As Taylor and Bowers (1972) noted, questionnaires being prepared for use with
large samples should be pre-coded so that keypunch operators can transcribe informa-
tion directly from the questionnaires. The alternative procedure is to train coding
clerks to transfer numbers from questionnaires to coding sheats. Keypunch operators
can then punch and verify the information. Although the pre-coding procedure was
not used with the pilot study, an effort will be made to prepare printed research
booklets so that they can go directly to keypunch operators. Besides reducing data
processing costs, this procedure minimizes errors which coding clerks are likely to
make.

Another data processing procedure under consideration is the poéeibility of
having questionnaire items printed directly onto answer sheets which can be scored
by optical scanning machincs. One limitation with the use of IBM~type answir sheats
is that S's believe that the machine~readable sheots “go slower” in responding
(Taylor and Bowers, 1972) than docs the booklet format in which the § circles or
checks an answer. An aifernative procedure to tha use of IBM~type answer sheets by
S's, is for the coding clorks (working in pairs) to transfer questionnaire informa- .'
tion to IBM answer sheets rather than to the keypunch coding sheets. This procedure
has the advantage of allowing the research staff to program optical scanning equip-
ment to scorc inventories and punch out data cards directly. Also, for questionnairc
items which have stem reversals (e.g., a nugative set for the item rather than a
positive one), the optical reader can be programmed to add appropriate score points
(iigh or low, forward or reversed) for eqch item in a particular scale.

The rationale for using negative stems on an iten (i.e., I don't . . ., or It
doesn't seem . . ,) is to reduce a positive recsponse set which often results in a
skewed distribution of scores. Yet, Taylor and Bowers (1972) found that stem rever—
sals may confuse $'s and might introduce a biae rather than correcting a responee
bias. Apparently, the procedure for checking this possibility is to comparé the mear
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, onaes from neaatively--and poaitively-~worded items for eubatantial differences.f‘ :
. ,:,he currem prodect. ah examination ot' theae potent:lal bisses will be made. ’

B, §§gt19t1ca1 ga ;1a;g :
‘ff‘ one of the primary instruments 16 'the Work History Profile (WHP). Osina sugges -
 tions by Blum et al. (1969), the work higtory of subjects can be acturately collectedf
an hnalyaed. Items 1n the WHP. w111 be coded fot data ttaneferral to IBM da;« cards:*
t%g81m11ar1y, all other subjeet 1n£ormation will be: categorized (where respondents re- o
=*j plied to opeﬁ-ended questions), coded and trasnferred €0 IBM carda. e ff
"f The etatisticel techniques employed will depend on" tha type of data to be anal~t5
. Yzeds. whether the . 1n£oxmattpn is relevant to a testable hypotheeie or a reseatnh f
;_queatione. the kind of between~groupa analyeea rtquired. and the atatistical asaumpatl .
'tions ‘which are pre"requiaites to analyais. Where app)icahle. the multiple diectim—ﬁg;,:
inant analysis approach (Tatauoka, 1971) will be usad to determine the extent to - i
' which gubject responses to the VPI can be uged to accurately claesify peraons into
separate groups. The Type I analysis of variance procedure (Lindquiat, 1953) will

be used for the comparison of groups over several related variables, such as. voca-
tional satisfaction, Following the analyses of vatiance, whera approptiate, tbs |
Scheffe' test (Scheffa', 1959) will be used to determine the significance of differ-
ences batween group means, For assessing the leveltor‘degree‘of‘relationéhip botweer
variables, correlational methods will be employed. | '
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2.

3.

4.

nhde

(cirele ona)

of

Building Contractor -9,
Clothes Praesser in a Laundry 10,
Dentist ; ) - 11,
" Dock No*kor , : 12,
Economist ' 5 13,
Instructor in Public Schools . 14,

Maching Oparator in a Factory 15,

Managor of a Small Store in & City

the jobs listed in this question. which is the BEST ONE. you are REALLY SUREJ'V Har

APPBNDIXBS‘
Appendix A
Level of Vocational Aapiracion

i 0£ the jobs listed in thia queetion. which ONB would “you ¢hoose to huve within
; 10~15 years from now. if you were FREE to CHOOSE ANY of them you wished?

Ministor

'Radio Announcer

Seientist

Taxi Driver

Track Driver ¢
Undortaker =
U.S, Representative in COngresa

) N

YOU COULD GET within the next few years? (circle one)

1.
2.
3.
4o
5,
6.
7.
8.

of

1.
2.
3.

4,
5.
"l
Wi

ie

© B

of

1:“’
2,

3,
b,
5.

6.
1.

8,

Biologist 9.
Clerk in a Store , 10,
Coal Miner 11,
County Judge 12,
Garbage Collector 13,
Head of a Department, State Gov't 14,
Insurance Agent 15,
Janitor :

LawyeYy

Hail Carrier

Musician, Symphony Orchestra
Physician )
Policeman ' '
Public School Teacher
Trained Machinist

the jobs listed in this question, which ONE would you choose if you were
FREE to CHOOSE ANY of them you wished within the next few years? (circle one)

Accountant for a Large Business 9.
Architect

Artist Who Paints Picturas that 10,

are Bxhibited in Gallerics 11.
Banker ‘ .12,
Bookkeeper 13,
Chemist 14.
Farm Hand 15,

Night Watchman

Official of an International Labor
Uaion

Owner~Operator of a Lunch tand

Plumber ‘
Restaurant Cook

8noda Fountain Clerk

State Governor

U.S. Supreme Court Justice

the jobs listed in this question, which is the BEST ONE you are REALLY SURE
: lYOU COULD HAVB within 10-15 years from now? (eizgle one)

Author of Novele S : 9.
Barber - S - .10,
Bartender 11.
Carpenter 12.
Civil Engineer

Collage Professor 13,
Blectrician 14,

~ Filling Station Attendant 15,

Gerege Mechenic
Milk Routa. Man .

‘Nuclear Phyeicist'

Owner of a Factory, Employs 100
People

Paychologist

Reporter on a Daily Newspaper

Restaurant Waiter
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Appendix B

Figure 1: A Hexagonal liodel for Interpreting Inter- and
Intra-Class Relationships *_

REAL 46 ©OINT

amandee . VTN TSI

* Reproduced from llolland, J. L., Whitney, D. R., Cole, N. S., and Richaxrds, J. M.
Jr. An empirical occupational classification derived from a theory of
personality and intended for practice and research, Iowa City, Towat
ACT Research Report No. 29, American Ccllege Testing Program, 1969.




2
4,

3.

6.

7.

8.

9.

10,

11,

12,
13,

al§m
Appendix C
" BACKGROUND INFORMATION

Name _ - ) _ Date

Home addrese

Age

Birthdate __ ° 3. Marital Statvs _
How many years of achool did you complote? (eircle)

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18
grade school hish achool collgge

How many years of achool did your father completa? {cirele)

12 3 4 56 7 8 9 10 11 1213 14 15 16 17 18
grade school high school college

How many years of school did your mother complete? (circie)

1 23 4 5 6 72 8 9 10 11 12 13 14 315 16 17 18
grada school - high school college

What was your father's oécdpation vhen you were a high school senior?

Job titla

—

Did you ever study in a trade school, business school, otlcorrespandeneg school?

NO YES Which type, number of years

Have you ever done any job planning with a counselor, vocational counselor, or

psychologist? NO YES Which type, when?

Are you a union membor? NO - YES What union?

Did'jou aever have any oti-the~job accidents or injuries? NO YES Describe

injury When was 1njury?
Did you return to the company? .

Row mAny different, FULL~tinme joba have you had in the last ten yeara? '
Please LIST tha jobs you had (before your present job) in the last ten yeara or
more, Start with your laat job title and go backward.

Laqt job titla




16.

17.
18.

19.
20,
21.
22,

LI

Job before that _

Job baforec that

Job befora‘that

Job before that

Job before that

Job bafore that

Job before that - S e o %~ ‘¥ﬁvf~~~f‘

Job before that

Job befdre that

SECTION II

.PRESENT JOB:
14, Title
15, Duties
What particular factors about yourgself or your situation influanced your deci-

slon to do THIS kind of work?

Starting date (month/year)

Company nane

Address

Name of immediate supervisor

Hours week
Current pay $ | " hour day week month (circle)

Starting pay $___ ,hour day week month (circle)

Did you recelve training for the job? NO YES Describe




23,

24,

25, Have raceived any promotiona?‘ NO  YES ‘Describa

FI

e

How did you find our about this job?

Have you raceived any salary increases? NO YES How many?.

SECTION I1I

T FULL~TIME JOB:

———gre—

26.
27,
28,

29,

310‘

32,

33,

34,

35,

Title

Duties

What particular factors alout yourself or your situation influenced your

decision to do THIS kind of work?

Starting date (month/year)- Ending date (month/year)

Did yoﬁ follow your original vocational plan (job selection) after schooling?

YES NO What happened?

What kind of job did you expect to get when you left school? Title or

description ,

i

What kind of job did you hope to get when you left school? Title or descrip-

tion

How did ybu find out about your first job?

Did you receive training for the job? YES NO Describe

What were your reasons for taking this job?




36.

37,

8.

39.

MOST
40.
41,

42,

43,

4B

What were your reasons for leaving this job?

Row satiafied were you with this job? (circle)

Very Satisfied Satisfied Noithoer Satisfied Dissatisfied Very -
nor Vissatisfied Dissatisfied
When you first began to think seriously sbout the kind of work you wanted to

get into -~ what occupations did you consider at that time? .Job titles!
1,

2,
3.
4,

5. Others

Why did you take your first job (job title in Quéstion #26) instead of one (or
more) of jobs listed above in Question §327

. SECTION 1V
SATISFYING FULL-TIME JOB:
Title
Dutics -
What particular fur.tors about yoursclf or your situation influenced your

decision to do THIS kind of ywork?

- - e

Starting date (month/yggr) ___ Ending date (month/year)
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43a. How did you find out obout qhia job?

44. How satisfied were you with this job? (circle)

Vary Satisfied | Satigfied Noithor Satiéfied Dissatisfied Very
' nor Dissatisfied Digsatisfied

45, Did you receive training for this job? NO YES Dascribe

46, What wore your reasons for. taking this job?

46a. What were your reagons forrleaving this job?

SECTION V

OTHER VOCATIONAL INFORMATION

47. What hobbies do you really work at?

48. Please daydrecam for a minute-~and suppose that you had a chance to begin your
vocational 1ife again. Without regard for money or other problems, what kind
of work (or training) would you chooss, and why? ’

48a. What other changes would you make, and why?

49. Thinking about ALL the jobs you've had, what important events, people, personal
matters or other factors influenced your vocational decisions MOST?

50. All in all, what would be the most IDEAL kind of work for you? Why?

e e h et ———




1,
2,
3,

4,
5,
6.
7.
8,
9.

10,
11,
12,
13,
14,
15,
16.
17,
18,
19,
20.

«50=
Appendix D

* Interpersonal Competency Scale
John L. Holland and Leonard 1. Baird (1968)

I have a reputation for beins able to cope with difficult people. (T)
1 find 1t easy to talk with 311 kinds of people. (1)

I find 1t easy to play many roles--worker, leader, follower, church goer,
athlete. traveler, etc, (T)

1 an good at playing charades. (T) »
People seck me out to tell me about their ttoubles. (1) .: o :
My physical endurance 1e greater than that of the average person my age. - (T)

I think I have unusual akill for aesessins the wotivation of other workera. (T)ppwlz

My pheical energy is greater than that of the average person my age, (T)’
I have unusual skille. for making groups, clubs, or organizations function
effectively. (T)

1f I want to, I can be a very persuasive person. (T)

I have a clear picture of what I am like as a person. (T)

I know what I want to do with my life. (T)

My physical health is excellent. (T)

My friends think that I am shrewd and insightful about other people. (T)
I have good coordination., (1)

I would enjoy being an actor (actxess). (T)

Most of the time, 1 have an optimistic outlook,'(T)

My friends regard me as a person with good practical judgment. (T)

I an seldom 111, (T)

I believe I have good practical judgment., (T)




4,

5.

6.

o '51-
Appandix B

: Anomy Scale
H ‘,,ucc‘lo Ky and J. u. Schaar (1965)

, f%;Evnryth1ns changes ao quick}y theae dayo that I otten have trouble decidins '
o ?fwhich are the rtaht ruleo to follow. (T) ! : ) E
o 2;;5People were better off 1n the old days when everyone knew just haw he yas
| *,f;expected to act, (T) S e

8,

with everythins 80 uncertain these daya. it almoat aeema as thoush anything

‘could happen. (T) ~ .
_What s 1acking in tha world today is the old kind of !riendehip that lasted~
~for a lifetime. (1)

T often fecl awkward and out of place. (T)

It seems to me that other people find it eaaier to decide what 13 right than;_*

Tdo. (1) : (
w1th everything in such a state of dieordet. it e hard for a peraon to know

“whare he stands from one day to the next. (T)

The troudble with the world today 10 that most ﬁeople really don't believe
in anyth;ng. (T)

5

r often {eel tha: many things our parents stood fot ate just 3oing to ruin

before our very eyes. (T)




1;
2,
3.
b .
5.
6.
7.
8.
9.
10.

11.
12,

13.
14.
15,

16.
17,

=52-
Appendix

" Self-Acceptence Scale
E. M. Borger (195?) - modified

I'd 11ke 1 1£ I could find someone who would te11 me how to eolve my per-
sonal problems. (F) i

I don't question my worth as a peteon. even if I think others do. (T)

then people say nice thinge about me, I find it difficult to believe they
really mean it. I think maybe they re kidding me or just aren t beins ‘
sincere. (F) , S

1f there 19 any criticism or anyone says anything about me, Y just can't
take it, (P) ‘

I don' t say much at social affairs because I'm afraid that people will cri~
ticize me or laugh if ¥ say the wrong thing, (F)

I realize that 1I'm not living very effectively but I just don't believe I've
got it in me to use my energies in better waye. (F)

I look on most of the feelinge and impulsus I have toward people as being
quite natural and acceptabla. (1) |
Someching inside me just won't let me be satisfied with any job I've done--
i1f it tums out well, I got a very smug feeling that this is beneath me, 1
ghouldn't be satisfied with this, this isn't a fair test. (F)

I am frequently bothered by feelings of inferiority. (F)

Because of other people, I haven't been able to achieve as much as I should
have. (F)

I am quite shy and self-conscious in social situations. (F)

In order to get along and be liked, I tend to be what people expect me to
be rather than anything else. (F)

I seem to have a real inner strength in handling things. I'm on a pretty
solid foundation and it makes me pretty sure of myself., (T)

1 don't feel self-conscious when I'm with people who have a superior position
to mine in business. (T)

Very often I don't try to be friendly with people because I think they won't
like me. (F) '

I feel that I'm a person of worth, on sn equal plane with others. (T)

I can't avoid feeling guilty about the way i feel toward certain people in
ay life. (F)




.

22,

23,

24,

25,
26,

27,

28,
29,

3.

-5

TI'm not afraid of meatins new paople. I feel that I'm a worthwhile person

and there's no reason why thgy ohould dialike ma. (T)
I sort of only haltnbeliovn in nyselt. w® N
1 think I hava eettain abilities and other people say 6o too. buc I wcndcr

o 1f I'm not sivins them an impottance way boyond what they daservo. (F)
21,

1 fﬁﬁl ¢°nf1§ent that 1 can do somethins about the problemo that may arise 1kv§;
in the future. (T) B I e ",
1 guess I put on a ahow to imprees peopla.“ 1 know I'm not the ﬁdrdon 1 :
pretend to be, ®» : - BELEE U

I do not worry or co“dem“ myself i other P¢°P1e pass judSMent asainst mo. (T)if?f

When I'min a gtoup I usually don't say much for fear of aayins the wrons
thing. (»

1 have a tendency to aidestep my problems, {¥)

I feel that 1'm on the same level as other people and that helps to eatab~

‘1ish good relations with them. (1)

I don't feel that people are apt to react differently to me than they
would notmally react to other people, ¢9)

I live too much by other peoples' standards. (F)
When 1 have to address a group, I get aelf-conscioua and have difficulty
saying things well. (F) o
If I didn't always have such hard 1uck, I'd accomplish much more than 1

have, (F)




"'7wl¥£;?_

l.‘ Hany of tho unhappy thinge in people 8 lives are partly due to bed luck. (E) () fi

~People's. miafortunee reault from the mistakes they make. (l) (F)

2,
3.
4,

3
6.

7.
8,

9.

- 10,

11.
12,

14,

16,

 matter of good or bad fortune enyhow. (E) (T) '
13,

-5l
Appendix 6

Internal vs. External Control Scale
J. B, Rotter (1966) - modified

In the long run people get the respect they ‘deserve in this world. (I) (F) o i

) Unfortunately, an individual'e worth often passes untecognized no mettet how hatd,ff}

he tries. (B) (T)

l

Cepable people who feil to become leadete heve not taken advantage of theit op~ f:"“'

portunities, (I) (B) " =

Bacoming a success is a mattor of hard work. luek hae little or nothing to do

with it, (1) (F) ni o - oy

Getting a good job depends mainly on being in the right place at the rlght time.{7f¥
(E) (D) SO : ‘ -

The average oitizen can have an influence in government decieions. (I) (F) :
This world is run by the few people in power, and thero is not muo\ the littlo g
guy can do about it. (E) (T) ‘ ey 2 Sl

When I make plone. 1 an elmoet certain thnt 4 can make them work. (1) (F)

It is not always wise to plan too far ahead because many thin“eftufn out to be a

In my case getting what 1 want has 1ittle or nothing to do with luck. (I) (F)
Many. timoe we might just as well decido what to do by flipping a coin. (E) (T) -
Who get to be the boss often depende on who was 1ueky enough to be in the right

'place first. (E) (1) : : e .

,Getting people to do the right thing depends upon. ability, luck hae little or l_77"
- nothing to do with 1t (D) (P) LR R o,* o
fAe far as world effairs ere concerned. most of ug are tho victims of forcea we

S cen n"ithetjunderetand, not control. (E) (T)




23,

25,
26,

21,

28,

29,

1t e difficult for poople to havc nuch control ovcr the things politiciana do
 in offica. (1) () o T f

,People are lonely becauae they don t try to be friendly. (I) (F) z‘,}; 7

- they like you. (®) (1)

k‘How many fricnds you have depende on how nice a pereon you are. (1) (?)

With enough offort we can wipa out political corruption. (E) (T)

NN R
Many timca 1 feol that 1 have little 1n£1uence over thc things that happen to
MO (8) (T) : : ,.; . Ly

It is 1mpoaaiblo for mo to believe that chance or 1uck plays an important tole,‘;

Thore's not much use in trying too hard to plecec peoplc, if thoy like you.

What bappens to me is my own doing. (I) (F)

~ Sometimes 1 feel that 1 don t have enough control over the direction my life 1a‘iyxf

taking. (B) (T)




1,
Y

3,
oy
6.

56
‘Appendix 1l

.Vocational }Mturity‘Scale *

3 3
R ;‘
1 e

A person should plan to follow the occupat:lon his parenta suggeec. (F)

Work e dull and unpleasanc. (- S S > - ,»ff
You should choose a job which allows you to do what you believe in. (T)

Ouce a person mnkoe 8 vocational choice. he ‘can't change his mind. (r) -

A long as 1 can remembor 1've known what kind of work T wanted to do. (F)

You havo to know what you are grod at. and whac you are poor at. before you canﬁ;

~+"choose @ carcer. (1)

7.

‘ :,v;BA?,

9.

10.

1 really want to accomplieh something 1n my work--to make a 3reac discovery ot :o5f

~earn a lot of money or holp a great number of people. (F)

Tho most 1nportant part ‘of work: 18 the pleasure which comos from doing it. (T) o‘
You should choosa & career carefully, then plan how to_entdr it, (T) - |

In order to choose a job, you should know what kind of a pereon you aro. (T)

The sreatest appeal of a job to me ie the chance 1t might offer for gotting

‘ahead. (F)
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g Ahpendit I
Vocational Preferonce'lnventory
| scalo and Itemo (sample)
John L. Holland (1965)

lk'l

. Rﬁiliﬁtic«’ T, B 2, Intellectual ‘~, St
Master Plumber e e Anthropologist , 5 .
'Fioh and Wildlife Specialist ; ;. Independent. Reseatch s°‘°““°‘
Power Station Operator Chemist ‘
Surveyor ' Geologiot’ -
" Tree Surgeon Astronomer |
3, Social e 4. Conventional
- Personal Counoelor , Court Stenographer
Ditector of Welfare Asency Financial Analyse
‘Social Science Toacher L Bank Examinor o :
':Harriago‘CQonseIOt R ~ Statistician e
| Playgfound Dlroogorl e P Quallty Control Expert;:p; :

‘”:‘ 55; Enterprieins _,;~jﬂ;';h;;_‘o 6. Artiatic ,
B b ',' k ;‘ ,, o | :ko“‘ Art Dealet
. j;Stook and nond Salesman L T7l»oAi‘Pleywrigh;
| » e Compoget
;,,;l{iAutho: '
7fif8ymphony COnductor




1.

3.

‘ Photographer's Helper

58~

Appondix J

Inventory of Occupational Preforences

Scale and Items (gampla)
Paul R.'Salomone»(1972)

Artistic-Croative o 2,

010thea Designer
Stnse Hand

Wood Crafts Worker
‘Tailor/Seamstress

Clerical-Conformity 4,

Bookkeeper

_Keypunch Operator
Librarian s Helper '
Ceahier , -
Office Mechine Operatot

soeiai serviee 6

Watd Attendant
“Neighborhood Youth worker‘
Social Wbrker Aide

Speech Therepist Assistant

',Teacher s Aide

' Business~Resourcniulness

llotel Manager's Assistant
Real Estate, Salesman/woman
Vehicle Dispatcher ‘
Auctioneer

- Shoe Salesman/woman

Manuel-Outdoor

Gas Station Attendant
Welder
,Kitchen Helper
Cook R
Auto Mechanie

Technical—Anaiytic e

Lab Aasietant

: Inspector ‘*'

Surgical Technieian .

| Repairman/woman ‘

Optometrist‘ g
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Appendix K

Job Satisfaction Blank No. 5
by
Robert Hoppock

Choose the ONE of the following etatements which best tells how well you 1ike
your job. Place a check mark (\/) in ftont of that statement! ?

I hate. 1t. (1)

1 dislike it. (2)

I don't like it. (3)

I am indifferent to it. (4)

1 like 1t. (5)

I am enthusiastic about it. (6)
I love it. (7)

Check one of the following to show HOW MUCH OF THE anc you feel eatisfied with
your job:

HH

1
2
3
4 .
S
6
7

¢ All of the time, (7)

9 Most of the time, (6) ,
10 ___ A good deal of the time. (5)
11 —_ About half of the time. (4)
12 ___ Occasionally. (3)

13 Seldom. (2)

14 ___ Never. (1)

|

!H

Check the ONE of the following which besc telle how you feel about chanslng yout : ffﬁ;
job: . ; . . ’ iR [o

‘15 I would quit this job at once lf I could get anything else to do. (l) Wil
'16 I would take almost any othet Job 1n which I could earm aa much a8 I am S
Lo ﬂ earning now, (2) . e
17 __ 1 would like to change both my job and my occupatlon. (3) =
187 1 would ltke to exchange my present job for another job 1n the same 1ine
T of work, 4)

o 5“19 ;;_,I am not eager to ehange my job but 1 would do ao 1£ I could set a bettetfﬁﬁg[?

JObc (3)
‘1 cannot think of any jobs for which I would exchange mlne. (2)
“*,_I would not‘exchang‘ my job for any othet. (7) i




15, The vork I do will make e of my skille and abilities, (1)

Appendix L

Index of Vocational Satisfaction

1, I an eatisfied with nyself concerning the progteee I have made. (T) i
2, T have not been trained well enoush on my jobs to do the work thet I was expect- -
ed to do. (P) ) ' : « e .

3, I am basically aetisfied with the friendlinees of thoee 1 havo wotked with. (T)
4 T have a scnae of accomplishment with the work T have done. (T) i
3. T have not been satisfied with the physical eurrounéinaq of my . jobs. (F) i
6. I believe that I have dono about as woll that people who kn0w me have expected,f;c7
N ﬁ me to do. (T) , , : DUEE N o ,“ L
7. For the mst part. I am eetiafied wtth the 1eve1 of pay I received for the workﬁf
o petformed. (M S AR i e Mf.“
8, I amnot satiefied with the wotk akille and vork habite I heve developed. (F)
9, 1 will have the freedom to. usa my own. judgment on the job (T)
; 10.‘1 will probably be aatiefied with the vorkins conditiohs- (‘I‘) e
, ‘11.;The people I work with in future jobe will bo friendly end helpful ‘(T)
: 12.f1 probably won't be satisfied with the ptosrees 1 make. (F) i e
; 13; 1 wOn't ba able to reach those vocational roala which 1 eet for mweclf.f(F) -
";,14.'1 will do about A8 wall in. my work as I think othet geoplo expect me to do. (T)‘

‘ 16. I won t have 8 chance to do different thinge on the job. (F)
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Appéudlx N

Hbasure of Vocational Neede

? The purpose of this aaction {a'to find out what you conaider IMPORTANT 1n your ];
Vocati.p_nal Lifa, Your Vocational Life includes you m ;]ob. your past jobs
‘fdné yégr‘gggg;g joba., It includos your foelinga about the actualpthingé you do (of
'j;;have dono) on the job, the people you work with o worked with).’the’supervieore. ,
, -‘the company. your aalary e ALL tho different parts of your wor* life.Y’Remember,i~
. J‘,your Vooa:ional Life 1o gLﬁ_ just your preeent Job-‘it includes PAST, PRBSENT and

' 'JO,FUTURB work-related evente. People or circumetances.k i‘ff*”‘ P B o
R Below 16 a liet of 20 things some pesplo feol ara. IMPORTANT to. their VOCATIONAL o
'LIFE, Please put a check mark next to the g_which ara IHPORTANT to you. Than _;ggg)V
Qut 5 which are NOT IMPORTANT to you,
EE Remembef, chack'S Uhich are Iuportant in your Vocational Life and cros. __5 5
which are NOT IMPORIAHT in your vOcational Life.

Doing eomething that makes usa of my abilltie' :
O__**—_ Having vork which gives me a feeling of accomplishments e
© . Being busy all the time on the job. :;;pgéﬁfpguuvvra_:fp:ggHEQ;;}L;fi;aO,‘]lu
_‘;_f_“n“_ Having 8 job which has opportunities fot advancement.»;i ' JO' i
'"’)*';;____ Being in a poeition to superviee other workers.f' lf;;f@jﬁl it
- wbrking for & company which has fair policies.ip_;gypgip,' =
~<7;_*__ Receiving fair weges, o o o ”

a W"king with ftiendly co-workers.fpgpppi_p
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Appendix N

Reagons for Leaving a Job
Vgcsgionsi Stability Index

Positive Reagons - those which demonstrate ths subject 8 striving to improve either

1.
2.
3.
4

5.
6.

9.

‘his vocational potsntial. his vocational position. or both, Thsse reflect

~ current socistsl (i.s.. middle class) valuos.' Each reason is ratod five pointslT"

on the VSIo
to continue or further education ,
enlistment in the military

offeroed a "bettor'job" clasewhere

leaving a job for one with more pay. better working conditions. a more suitabla

environment, ete.

to avoid physically dangerous or unhealthy environment

to imorove mental health (i.e., too much pressure)
7.1'
o 8.

promotion (i.e.. from service station attendant to mansget)

change in job ehift- vorker csnnot chango to new shift boceuae of personsl snd/ f?1f5

or family reseons 7

trsnsferred to nnother job nith'ssmo‘company“

2

afiEnvironmental Ressong - those reasons for 1eaving a job ovar which the subject hae lif;i

‘no reasonable control. Each reaeon 1s rated three points on the VSI.f

,being drsfted into the militsry service : b |
no. further means of transportaticn (i.e., car broke down, bus route changed)

fboing "laid off" becsuso of lack of work, temporsry work. or ‘a alow down of
~‘1production e . : » ‘ SRS e e
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Nogative Reagons - those reasons which imply a worker's limited desire to work, his

1.
2,
3.
4.
5.

6.

7.
8.
9.

10,

11. loss of driver's license, thus,‘no transportation to work

iumaturity, his negative work attitudes, or his negative woéﬁ habits, These

reasons reflect current societal values, Each reason is rated ona point on the
Vs,

didn't like the work (bored, uninterested, wantad tq’travel, etc.) i

iuabiliéy to get along with co-workers

inability to obey orders or follow dircctions (insubordination)

incompetancy (couldn't do the work)
addiction (alcoholism, drug addict, atc.)
getting demoted

gotting Ylaid off" because of negative rcasons (i.¢., wasn't productive on job)

‘being imprisoned

getting fired (no further explanation)

dishOneéty




f‘t,i'»16-,
S | 71‘7-

l.
2.
3.

4

5.

6,
7.

8.
9.
10,

11,
12,

13,

14,

15,

20,

pected of them, (T)

w§lo
Appendix O

VoootionolVSucceas_Invontory

My salaxy has beon sbout as much as I expacted. (T)

For the most part, I raceived the promotions I expected. (T) -
The quality and quantity of my work has been satiefactory. (T) o
I have not aocopted‘all the responsibility in my jobo as I might have, (F)
I have found that. I have, the ability to et othera to do the work that was ex~~ P

For the most part, I have developed new skills in each new job 1 held.f(T)
For the most part, my jobe have helpdd me to develop “character" within myeol£,4,f
(1) | S

1 have not always been loyal to the companies I have worked for. (P)
I have learned, over tha yeora, to plan my work carefully, (T) o
My genoral raputation on the job has not always been as good as it might have j.fjgtxf
been. (F) : ‘

1 have been able to get along very well with other workaers. (T) e

The length of timo I held moet of L\ jobs was not as long as what T had hoped o"

for. (F)

I will be able to adjust foirly well to whatever tho Job domanda. (T)

I will probably be making suggestions to my supotviaor on how to imptove the
wotk. (1) ‘ L ey L SR :
1 probably won't have the "get up and go thot 1 uaed to have. (F)

My salary may not meet ny expectations. » G

My health will not be gotting any worse. (T)

T won't be leorning that many new skills in future jobs. (F) . B
‘For the most part, my on-tha—job judgmonte will stay about the sono aa now.«(T)fg
;Tho quality and quantity of uv work will not be as aatiafactory oa in the paetqif

o

‘J‘,S;Thoilovel o£ ﬁY}morale will bo pretty high.'(T)
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‘APPeﬁdix P
b

WORK HISTORY~PROPILE\ s

i';PIeaee eomplete a work History Profile for & job you have had in the last 10

'%¥‘,yeara. g;sggg for your preaent job, yout first full time Job and your moat satisfy-’*
o ; 1ns Job. Deseribe yout,__gu job firet. then the job before that, énd sb forth unt11~jff

|  §_'you had covered 10 or ggwg years backwatd. Thank you. u%ﬂi,‘f~ ~ﬂ“¥'ﬂﬂf %

~‘?;J9b~t1;1ef

,.._’ (r'-"»l,‘ "

.   -Statt1ng date (month/year)

4 How did you find out about this Job? :?f“"“f ff: f ;;;"57

smvpuing—

- 5, Did you '=e¢e‘u‘em;m‘, for tha Job? 0 YES = Desecribe : :.°

N PR

flffﬁnow old were. you? e years (neareut bixthday)

‘ :5What'were’yout‘reasona £or taking this'job?-°: [
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Appendix Q 5 o
Confidence-in-Organization Measure |
, Kahn,.woltos~Quinn, Snoek. and Rosenthal (1964)

5 ,1.' How we11 does your boss know the jobe he supervisea? ; AT Bt iyfﬂ

e : ”? : = e ) p i, . P : . PN ¢
‘vl. He knowa vary little about the Joba. (1)

© . "2+ He doesn' t know the :job¥ very well.: (2)

-3, He knows the jobs fairly well..(a)

 ﬁ4. He knows the joba very uell. (5)

f; g;f;How much 1; your boss 1nterested in helpins those who work under him get ahea

“s.oogdob; @
3 'y od- Job._(?))

, A Sis
jt%doaling ,1th people: doas other
deal t! sla. (3)
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Appendix R
: | | Minneaota Satiafactoriness Quoetionnai;e
e ~ sample ltems |
o L ' an, at 810 (1971)

o ]"Compared to othore in his work gtoup. how well doea he Ve

Pollow company polieiea nnd precticea?
Accept tho direction of his supervisor?
Follow etandard work rulea and procodures?

‘fnCompared to othera in his work Broup .,. .

o - How good ia the quality of his work?
4,,, How good is the quantity of his work?

"»~If you could make the decision. would you re
“Give him a pay raiae? . : ST

Tranafer him to a Job at a higher 1eve1?
Promote him to a position of moro reaponeibility?

*Viochpared to othets in hie work group, how often does he v .n; i,gnfi"i;;fﬁi;f

COme'late for work?




